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Texas Education Agency

Standard Application System (SAS)

2014-2016 Educator Excellence Inno tion Program =
Program authority; General Apprapriations Act, Article lll, Rider 47, 83™ Texas FOR TEA USE ONLY
Legisiature Write NOGA ID here:
Grant period: April 1, 2014, to June 30, 2016
Appillcation deadiine: | 500 P-m. Centrai Time, Thursday, January 23, 2014 Fiacs date atamp hare.
Submittal Four compiete copies of the application, at least three with - 5_; =3 o
information: original signature (blue ink preferred), must be received no later e = 25
than the aforementioned time and date at this address: P F ;’:1
Document Control Center, Division of Grants Administration - == N
Texas Education Agency 2 2o
1701 North Congress Ave =y
Austin TX 78701-1494 2 =2
Contact information: | Tim Regal: Tim.Regai@tea.state tx.us W o
(512) 463-0961 =

Part1: Appiicant Information

VerdoriD#

Maillhg_ﬂé.ddre.ss. line 1 —

Organization name _

‘Texans Can Academles 752251089 - 325 W 12" Street o
Malling address line 2 City State ZIP Code
Sulte 250 ~ Dallas w0 Sl T ©75208
County- US Congressional

District # Campus number and nams ESC Reglon# District # DUNS #

057-804 - 10 30 618138523
Primary Contact

First name M., Lastname Title _

Mattie - Richardson - Director of Grants
Telephone # Email address FAX #
214-944-1960 mrichards_on@texanscan.org 214-946-4427
Secondary Contact

First name M.I Last name Title

Christine . Ortiz . Operations Executlve
Telephone # Email address FAX #

214 943-2244

- ..ONIE@Exanswngg_ L

214-946-442_? :

Part 2: Certification and incorporation

I bereby certify that the Information contalhéd'in .thfs appl.icé.tion Ié, td the best of my knowiedge, borrect and that the

agreement.

Authorized Officiat:

First name M.I. Last name Title

Oscar Rodriguez, Jr Superintendent

Telephone # Emall address FAX #

214-843-2244 orodriguez@texanscan.org 214-946-4427
Date signed

Signature (blu%nem\
</

Only the legally responsibie perty may sign this app.'ica!@
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‘@5 kducation Agency

County-district number or vendor ID: 057-804 | Amendment # (for amendments oniy):

Part 3: Scheduies Required for New or Amended Applications "~ i
An X in the “New” column indlcates a required schedule that must be submitted as part of any new appllcation. The
applicant must mark the “New” checkbox for each additional schedule submitted to complete the application.

For amended applications, the applicant must mark the “Amended" checkbox for each schedule belng submitted as part
of the amendment.

Scheduie Appiication Type
# Schedule Name New Amended
1 General Informafion E
2 Required Attachments and Provisions and Assurances
4 Request for Amendment N/A
5 Program Executive Summary
6 Program Budget Summary
7 Payroll Costs (6100)
8 Professional and Contracted Services (6200)
9 Supplles and Materials {6300)

10 Other Operatlng Costs (6400)
11 Capital Outlay (660071 5XX)
12 Demographics and Participants 1o Be Served with Grant Funds

<l 1

13 Needs Assessment <]
14 Management Pian B4
15 Project Evaluation <
16 Responses to Statutory Requirements 7]
17 Responses to TEA Requirements B

Changes on this page have been confirmead with: On this date:
Vla telephone/fax/emnall {circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 2 of 44
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Y Texas Education Agency Standard Appiication System (SAS)

Schedule #2—Required Attachments and Provisions and Assurances |
County—district number or vendor iD: 057-804 _ IAmend_ment#(for amendme_nts only): _

Part 1: Required Attachments. =~ T T
The following table iists the fiscal-related and program-related documents that are required to be submitted with the
application (attached to the back of each copy, as an appendix).

# l Appiicant Type Name of Required Fiscal-Related Attachment

No fiscal-related attachments are required for this grant.
No program-related attachments are required for this grant.

By marking an X in each of the boxes below, the authorized official who signs Schedule #1—Generai Information certifies
his or her acceptance of and compliance with ail of the following guidelines, provisions, and assurances.
Note that provisions and assurances specific to this program are listed separately, in Part 3 of this schedule, and
require a separate ce_r_tf_ﬁqatlor_\. _ _ . _

X | . Acceptanceand Compliance

g i cer‘i'r_fy my accegtanbe of and compliance with the Generai and Fiscai Guidelines.

I certify my acceptance of and compliance with the program gulidelines for this grant.

| certify my acceptance of and compliance with all General Provisions and Assurances requirements.

= | certify that | am not debarred or suspended. | aiso certify my acceptance of and compliance with aii
Debarment and Suspension Certification requirements.

S o . ForTEAUseOnly
Changes on this page have been confirmad with: Cn this date:
Via telephone/fax/emali (circie as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 3 of 44
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Texds Education Agency Standard Application System (SAS)

J Attzchments and Provisions and As
County—dlstrlct number or vendor iD: 057-804 I Amandmant # (for amendments only)
.'Part 3 Program-Speciﬂc Provlsions and Assurances ' : IR IR

K certify my accaptanca of and oompllance with all program—spech C provlslons and assurances IIsted below
# - e ~:Provision/Asgurance I s . e
The appllcant prowdes assurance that program funds wili supplement (Incraasa the Iavel of servlce) and not
supplant (replace) state mandates, State Board of Education rules, and activities previously conducted with state
4 |or local funds. The appiicant provides assurance that state or local funds may not be decreased or diverted for
" | other purposes merely because of the avallability of these funds. The applicant provides assurance that program
services and activities to be funded from this grant will be suppiementary to existing services and activities and will
not be used for any services or activities required by state law, State Board of Education ruies, or local policy.
2 The applicant provides assurance that the application does not contain any Information that would be protected by
" | the Family Educational Rights and Privacy Act (FERPA) from general release to the public.
Monitar and ensure practice allgnment to ensure that each Educator Excellence innovation Program (EEIP)
3. | practice works in concert with ali other EEIP practices to enhance administrative and educator effectiveness and
efficiency.
4 Monitor and ensure that EEIP practices lead to the improvement in student learning and student academic
| performance.
5 The EEIP plan must be developed by the district-level planning and decislon-making committee under the TEC,

" | Chapter 11, Subchapter F.
6 Approval from TEA prior to modifying the district’s local educator excellence innovation plan practices as they are
" | described in the district's original appllcation.
7 Participation in required technlical assistance activities established by TEA, including assistance In implementing

* | EEIP practices.

... . ForTEAUseOnly
Changes on this page have been confimead with: On this date:
Via telephoneffax/emali (circie as appropriate) By TEA staff person:
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Texas Education Agency Standard Application System (SAS)

for Am

County-district number or vendor ID: 057-804 o ) | Amehdment'#(for amendments only):

Part 1: Submitting an Amendment

This schedule is used to amend a grant application that has been approved by TEA and issued a Notice of Grant Award
(NOGA). Do not submlt this schedule with the originai grant application. Refer to the Instructions to this schedule for
information on what schedules must be submitted with an amendment.

An amendment may be submitted by mail or by fax. Do not submit the same amendment by both methods. Amendments
submitted via email will not be accepted.

If the amendment is malled, submit three copies of each schedule pertinent to the amendment to the following address:
Document Control Center, Division of Grants Administration, Texas Education Agency, 1701 N. Congress Ave.,
Austin TX 78701-1494,

If the amendment is faxed, submit one copy of each schedule pertinent to the amendment to either of the following fax
numbers: (512) 463-9811 or (512) 463-7915.

The last day to submit an amendment to TEA is listed on the TEA Grant Opportunities page. An amendment is effective

on the day TEA receives it in substantially approvable form. All amendments are subject to review and approval by TEA.
Part 2: When an Amendment s Required

For ali grants, regardless of doiiar amount, prior written approval Is required to make certain changes to the application.
Refer to the "When to Amend” guidance posted in the Amendments section of the Division of Grants Administration Grant

Management Resources page to determine when an amendment is required for this grant. Use that guidance to compiete
Part 3 and Part 4 of this schaedule.

Part 3: Revised Budget - RERUPE R o e SRR
A B C D
Class/ Grand Total from
# Schedule # Object Previously g':l:t:: i";ggzt Ne\flv-;f;? nd
Code Approved Budget
1. | Schedule #7: Payroll 6100 $ $ $ $
2. | Schedule #8: Contracted Services 6200 $ 5 $ )
3. | Schedule #9: Supplies and Materlals | 6300 3 $ 3 %
4. | Schedule #10: Other Operating Costs | 6400 $ $ 3 $
5. | Schedule #11: Capital Outiay i $ 5 $
6. | Total direct costs: $ $ 5 $
7. | indirect cost (%) $ 5 $ $
8. | Total costs: $ $ 3 $
.. . o ForTEAUseOnly
Changes on this page have been confirmed with: On this date:
Via telephone/faxfemail {circle as appropriate) By TEA staff person:
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2014-2016 Educator Excellence Innovalion Program



Texas Education Agency

Standard Application System (SAS)

County—dlstnct number or vendor ID: 057-804 | Amen'dhﬁe'a'nf.#r(_for émendments only_):
Part 4: Amandrnentdustiﬂcatlon DR e D e g S e
Line # of Schedule

# Belng Descriptlon of Change Reason for Change

Amended

1.

2.

3.

4,

5.

6.

7.

Changes oﬁ.thl's. .p.aQe havebaen conﬁhned”vdm: —

On this date:

Via telephone/fax/emaii (circle as appropriate)

By TEA staff person:

RFA #701-14-101; SAS #181-14
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Texas Education Agency Standard Application System {SAS)

Schedule #5-—Pragram E
County-district number or vendor 1D: 057-804 } Amendment # {for amendments only)
Provide a brief overview of the program you plan to deliver.'Refer to the Instructions for-a description of the requested -
elements of the summary. Response is limited to space provided, front side only,: font &ize no smaller than 10 point Arlal

Texans Can Academies, a local education agency {LEAY}, currently operates a unique network of 10 high-need
charter high-schools serving the most at-risk 9" — 12" grade students In the five iargest metropolitan areas in Texas:
Austin, Dallas, Fort Worth, Houston and San Antonlo Texans Can currently employs 213 teachers and educators In
its schools and will add an 11" campus In 2014, employing an estimated 25 additional educators. Responding to an
unmet need of troubled youth that traditionai schools commoniy rejected, Texans Can Academies opened its doors in
1988 offering a GED program for adjudicated (juvenile justice) youth. However, as a resuit of the passing of the Texas
charter school legislation In 1995, Texans Can Academy, as one of the first 20 designated charter schools began
offering a high school diploma in 1986. Since its inception, Texans Can Academies has served over 135,000 low-
income underrepresented minority students and their parents, Texans Can Academles target population is at-risk and
underserved youth and includes a high percentage of Hispanic, African-American, limited English proficient, low-income,
and some of the most undereducated students in Texas. Texans Can and Its exciusive network of 10 charter high
schools have become a platform for quality education and community empowerment where underrepresented students,
parents, school teachers and administrators are engaged In leadership training, academic preparation, technoiogy
integration, college/career readiness, enrichment and social programming. WHhout Texans Can these students would
have been abandoned without an education or a deslire to succeed.

Yet despite Texans Can’'s accompllshments, a recent needs assessment conducted specifically in response to this
sollcitation identified notable gaps and weaknesses, as well as strengths and opportunities, related to human resources,
practices and policies, professional capacity building and educator support mechanisms. Each of Texans Can
Academies 10 high-need charter schools are extremely economically disadvantaged (aggregate 93%), receive Title |
funding, and aii possess ongoeing low student academic achievement and schaol ratings. Additionally, each school faces
unigue challenges In increasing student achievement, college readiness, and graduation rates, Further, serving
economically distressed communities and students who are categorized as the hardest to serve in Texas, Texans Can
Academies has difficulty in recruiting and retaining qualified and highly-effectlve teachers, principals, and non-classroom
staff. As a result, student academlic performance suffers tremendously. Aii 10 participating campuses are categorized as
Priority/Focus schools and 8 missed Adequate Year Progress (AYP) two consecutive years. Texans Can’s 2012
STAAR-EOC test scores, which measured students' abilities to meet state academic standards, were significantily below
the state average. Oniy 43% of students {compared to 77% for state) demonstrated competencies in core subjects while
46% (compared to 80% for state) and 44% (compared to 79% for state} demonstrated competencies in Reading and
Math, respectively. Similarly, Texans Can's graduation rate was a only 42.1% compared to the state at 87.7%.

Natlonai and state research confirms that the singie most important variable In student achievement is the quality of
the individual teacher in the classroom. Highly effective teachers are critical In supporting students to meet their highest
academic potential. Yet the challenge of ensuring quality teaching is magnified by high teacher turnover and a shortage
of qualified, credentiaied, and experienced teachers. (Educate Texas. Texas Teaching Commission: Recommendations
for the Next Generatlon of Teaching Policy in Texas. 2012). Texans Can's low state assessment (STAAR-EQOC) scores
and graduation rates clearly demonstrate major achievement gaps which can be atiributed to non-effective teachers and
principais, lack of experlence, high turnover, limited professionai development, and a deficiency of an educator appraisal
system. A majority of Texans Can's educators are not credentialed or possess provisional certifications and lack the
experience and training to effectively support student achievement. Of Texans Can's current 184 teachers, 71 are not
teaching in the subject area In which they were trained and 42 are teaching with a provisional certification. Only half (10)
of the Assistant Principals are certified. Of Its 10 Principais, one is not certified and two are In thelr first year.

In response to this urgent need, Texans Can, an LEA, proposes Project READY (Rewarding Educators for
Acadermically Developing Youth) a district wide Initiative. In direct alignment with TEA’s Educator Excellence Innovation
Program Project READY program elements are uniquely designed to support and improve Texans Can educators’
effectiveness throughout the entire timeiine of their teaching or educational careers. Specifically, the overarching goal of
Project READY is to Increase the competencies, skiils, and knowledge of secondary school teachers, administrators,
and non-classroom staff to become highly effective leaders of learning for increasing the academic performance and
college readiness of secondary school students (grades 9-12), particularly at-risk, minority, low-income, and under-
represented students to compete in 21% century careers. Project READY wiii develop the taient of teachers,
administrators, and educators across 11 high-need charter high schools through professionai development opportunities
and structures that support educators In high quality learning and teaching to ensure student success.

... ForTEAUseOnly
Changes on this page have bean confimed with: On this date:
Via teiephoneffax/emaii {circle as appropriate) By TEA staff person:
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Texas Education Agency _Standard Application System {SAS)

Schediile ¥5—Proaram Executive Summary (cont.

County-district number or vendor' I'D: 057-804 T | Ah'i'endme'nt#(for amendments orlaly)"ﬁ'

Provide a brief overview of the program you plan to deliver. Refer to the instructions for a description of the requested
elements of the summary. Response Is limited to space provided, front side oniy, font slze no smaiier than 10 point Arial.

Project READY objectives include the following: 1} increase student academic performance by creating quality and
effective teachers; 2} Establish effective recrultment, hiring and induction practices; 3) Establish effective, mentoring,
coaching, retentlon and evaiuation practices; 4) Increase carser growth/pathways through effective recognition and
reward system; and 5) increase effective professional development through alignment to needs and evaluation plan. To
accomplish the aforementloned goals and objectives and ultimately improve overall student performance, Project
READY will create coliaborative campus cultures that support the development of highly-effective teachers, leadership
and encourage administrators, teachers, and school personnel to seek and attain professional growth within their fisid
while promoting career advancement and rewarding recegnition through additional compensation. Texans Can will hire
one part-time Project Director to oversee operations as well as a fuil-time Lead Master/Instructional Teacher for
instructional support. Utllizing current research and best practices in education, as well as to address identified
prioritized needs, Project READY will employ the following practices:

1) Induction and Mentoring: Project READY wiil implement a comprehensive Induction system at 11 Texans Can
campuses that will provide all first year, new, and other teachers with the knowledge and skills necessary to be
successful and effective in their classrooms and throughout their teaching careers. The induction system will include:
summer orientation training for all first year and new teachers; opportunitles for new teachers to observe or co-teach with
skilled teachers; follow-up discussions of classroom observation results; and ongoing professional development and
formative review of first year and new teacher performance. Through Project READY Texans Can will also formalize a
comprehensive mentoring component to ensure all educators are linked to an experienced educator. Campus Master
and Mentor Teachers will be hired to guide and provide ongoing guidance to new, first year, and other teachers.

2} Evaluatlon: A formal evaluation process will be implemented to assess muitiple measures of teacher performance
such as student growth, classroom observation, teacher self-assessment, and student evaluations. The TalentEd
Perform System, an Integrated and effective system for teacher evaluation and support adapted from the Texas TAP
system for Teacher and Student Advancement, will serve as the crux of summative evaiuation. Teacher practice In
classroom will be measured by performance on TalentEd Perform Standards, a proven teacher observation, summative
evaluatlon, and rubric. information derived from classroom observations will allow teachers to identify problems and
opportunities, evaluate Instructionai effectiveness, and Identify and share best practices to improve student performance.
An ongoing formative evaluation will focus on assessing project progress as well as addressing whether or not proposed
Project READY objectives and strategles are being implemented as planned at each partner campus.

3) Professional Deveiopment and Collaboration: An integral part of Project READY wiiii be ongoing proven
professlonal development aimed at pedagogy and increasing data-driven declislons. Texans Can, in partnership with
TalentEd, University of North Texas at Dallas, and Teach for America, will provide year-round training to participating
teachers on topics such as effective classroom Instruction, pedagogy, management, and communication strategles.

4) Strategic Compensation and Retention: Texans Can believes hard-work and dedication to its students deserves
career advancement, promotional growth, and greater compensation, Project READY has allotted sufficlent resources
(see below) to offer salary augmentation and incentivas to retain high quality teachers as well as incentives for teachers
to become Master and Mentor Teachers and to undertake added responsibillties (classroom observation, pedagogical
professional development, etc.). TalentEd and VAL-ED appraisals systems wilil measure teacher and principal prograss.

5) Recruiting and Hiring: Texans Can will impiement a formalized system to review and modify current recruitment
and hiring practices at ali campuses to ensure effective strategies (early hiring practices, hiring bonuses, incentives,
reiocation allowances, etc.) are Incorporated to attract the most quaiified and effective teachers/educators. Texans Can
will collaborate with AppliTrack, the ieading recruiting/hiring solution for schools, to enhance recruiting and hiring efforts.

6) Creating Carger Pathways: A formal career pathways element with salary augmentation and incentlves will be
Implemented to offer educators opportunities for career advancement. Project READY will provide muitiple career
pathways (Campus Master and Mentor Teachers, etc.) for professionai growth of teachers, administrators and non-
classroom staff including, but not limited to teacher certification, enroliment in Master's degree programs, increased job
responsibilities tied with compensatory incentives, and promotion.

Texans Can is proud to partner with Teach for America, UNTD, AppliTrack, TaientEd, and VAL-ED In the impiementation
of Project READY. Project READY is highly endorsed from Texans Can entire 10 charter school facuity with over 99%
demonstrating support of the program. Texans Can’s total 2-year budget is $1,999,984 ($999,992 per year). To create
innovative compensation plans and Incentives to recruit and retain highly effective teachers, 58.7% ($1,175,800) of the

total budget request has been aliocated for salary augmentation, differentiated compensation, and incentives.

Changes on this page have been confirmed with: On this date:
Via telephone/fax/emall {circle as appropriate) By TEA staff person:
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Texas Education Agency

Standard Application System (SAS)

County-district number or vendor ID: 057-864

[' .Am'endment # (for amendments only):

costs):

Estimated | Estimated
#of # of
Empioyee Position Title P?ﬁ;g,frs Pg:g{n}aﬂzs Year 1 Year 2
Grant Grant
Funded Funded
Academicfinstructional = T
1 | Teacher/Lead Master 1 36 $277,000 | $277,000
2 1 Educational aide 3 $
3 | Tutor $ 3
Program Management and Administration = e T
4 | Project director 1 $42,500 $42,500
5 | Project coordinator 3 $
6 | Teacher facilitator $ $
7 | Teacher supervisor $ 3
B | Secretaryfadministrative assistant 1 $37,500 $37,500
9 | Data entry clerk $ 3
10 | Grant accountant/bookkeeper 3 $
11 Evaluator/evaluatson spec:allst 3 $
12 Counselor $ 3
13 | Social worker $ 3
14 | Communtity ligison/parent coordmator 5 3
Other Employee Positions L L
15 | Title $ $
16 | Title $ $
17 | Title $ $
18 Subtotal employee costs: | $357,000 | $357,000
Substitute, Extra-Duty Pay, Benefits Costs ' ' T
19 | 6112 | Substitute pay $75,000 $75,000
20 | 6119 | Professional staff extra-duty pay (Compensation Performance Pay) $352,400 | $352,400
21 1 6121 | Support staff extra-duty pay {Compensation Performance Pay) $33,500 533,500
22 | 6140 | Employee benefits $0 $0
23 | B1XX [ Tuition remission {IHEs oniy) %0 $0
24 Subtotal substitute, extra-duty, benefits costs | $460,900 | $460,900
25 Grand total (Subtotal employee costs plus subtotai substitute, extra-duty, benefits $817,000 | $817,900

For guidance on when to submit an amendment for changes to salary amounts in line items and a list of unaliowable costs,
see the guidance posted in the “Amendments” and “Grant Management Resources” sections of the Division of Grants
Administration Grant Management Resources page

- e ForTEAUseOnly.
Changes on this page have been confirmed with: On this date:
Via telephonefax/email {circie as appropriate) By TEA staff person:

RFA #701-14-101; SAS #181-14
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Texas Education Agency Standard Application System (SAS

County-district number or vendor |D: 057-804 Amendment # {for amendments only):
NOTE: Specifying an individual vendor in a grant application does not meet the applicable requirements for sole-source
providers. TEA's approval of such grant applications does not constitute approval of a sole-source provider.
Expense ltem Description Year 1 Year 2
8269 Rente_:l or lease ?f bulldings, space in buildings, or land $ $
Specify purpose:
Contracted publication and printing costs (specific approval required only for
6299 | nonprofits) $ $
Specify purpose:
a. Subtotal of professional and contracted services (6200) costs requlring specific $ $
approval:
Cnt U Professlonal Services, Contracted Services, or Subgrants Less Than $10,000 ¢
# Descriptlon of Service and Purpose Sﬁj hbe;rl;:‘ft Year 1 Year 2
1 $
2 b b
3 $ 5
4 $ 5
5 $ 5
8 $ 5
7 $ b
8 5 5
9 $ 3
10 5 $
b. Subtotal of professional services, contracted services, or subgrants less than $ $
$10,000:
- Professional Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000
Specify toplc/purpose/service: Teach for America 1 T Yes, this Is a subgrant
Describe topic/purpose/service: Programmatic and Operational Support
Contractor’'s Cost Breakdown of Sarvice to Be Provided Year 1 Year 2
1 | Contractor's payroll costs | # of positions: $0 $0
Contractor's subgrants, subcontracts, subcontracted services $0 $0
Contractor's supplles and materials $0 $0
Contractor's other operating costs $30,000 $30,000
Contractor's caplial outlay (allowable for subgrants only) $0 $0
Total budget: $30,000 $30,000

... .. ForTEAUseOnly
Changes on this page have been confirmed with: On this date:
Via telephone/fax/email (circle as appropriaie) By TEA staff person:
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Texas Educallon Adency ____

______Standard Application System (SAS)
o5 (6200) (con

County-District Number or VenElof ID: 057-8.04

" [Amend

ment number (for amendments only):

. Professional Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000 (cont.) - =~

Specify toplc/purposefservice: University of Norlh Texas at Dallas

I [ ] Yes, this Is a subgrant

Descrlbe tople/purpose/service: Professlonal Development and Mentor Tralning

Contractor’'s Cost Breakdown of Service to Be Provided Year 4 Year 2
Contractor's payroll costs | # of positlons: 2 $15,000 $15,000
Contractor's subgrants, subcontracts, subcontracted services 80 $0
Contractor's supplies and materials 50 $0
Contractor's other operating costs $0 $0
Contractor's capltal outlay (allowable for subgrants oniy) $0 $0

Total budget: $15,000 $15,000
Specify topic/purpose/service: Talent Ed D Yes, thls is a subgrant

Descrlbe topic/purpose/service: Teacher Evaluation, Training, and Value-Added C

alculatlons {TalentEd Sulte)

Contractor’'s Cost Braakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: $0 $0
Contractor's subgrants, subcontracts, subcontracted sarvices $0 50
Contractor's supplles and materlals $25,000 $25,000
Contractor’s other operating costs $10,000 $10.000
Contractor's capital outlay (allowable for subgrants only) $0 $0

Total budget: $35,000 $35,000
Specify toplc/purpose/service: External Evaluator ]:tes. this Is a subgrant
Describe toplc/purpose/servica: Formative and Summative Evaluatlon

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’s payroll costs | # of positlons: 5 $46,500 $46,500
Contractor's subgrants, subcontracts, subcontracted services 50 $0
Coniractor’s supplies and materials $2,500 $2.500
Contractor's other operating costs $1,000 $1,000
Contractor’s capital outlay (allowable for subgrants only) $0 $0

Total budget: $50,000 $50,000

Specify toplc/purpose/service: VAL-ED

[ Yes, this is a subgrant

Describe toplc/purpose/service: Principal, Assistant Princlpal and Administrator Appralsal System and Training

Contractor’s Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’'s payroll costs # of positions: $0 $0
Contractor's subgrants, subcontracts, subcontracted services %0 $0
Contractor's supplies and materials $0 g0
Contractor's other operating costs $25,000 $25,000
Contractor's capltal outlay (allowable for subgrants only) $0 $0

Total budget: $25,000 $25,000

o e 0 ForTEAUseOnly
Changes on this page have been confirned with: On this date:
Via telephoneffaxiemaii {circle as appropriate) By TEA staff person:
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Texas Educatlon Agency Standard Application System (SAS)

chedule #6—Professional and Contracted Services (6200) {eon
County-District Number or Vendor ID: 057-804 Amendment number {for amendments only):
" 'Professlonal Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000 (cont.)) =
Specify toplc/purpose/service: | [ Yes, this Is a subgrant
Describe toplc/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positlons: $ 5
6 | Contractor's subgrants, subcontracts, subcontracted services $ $
Contractor's supplies and materials $ $
Contractor’s other operating costs 5 $
Contraclor’s capltal outlay (allowable for subgrants only) 5 $
Total budget: $ $
Specify tople/purpose/service: [] Yes, thisis a subgrant
Descrlbe toplc/purpose/service:
Contractor's Cost Breakdown of Sarvice to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: $ $
7 | Contractor's subgrants, subcontracts, subcontracted services $ $
Contractor's supplies and materials $ 3
Contractor’s other operating costs $ $
Contractor's capltal outlay {allowable far subgrants only) $ 3
Total budget: $ 5
Specify topic/purpose/service: [1 Yes, this Is a subgrant
Descrlbe topic/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs # of positions: 3 $
8 | Contractor's subgrants, subcontracts, subcontracted services b 5
Contractor's supplies and materlals 3 $
Contractor's other operating costs $ $
Contractor's capital outlay (allowable for subgrants only) $ $
Total budget: 3 $
¢. Subtotal of professlonal services, contracted services, and subgrants $ $
greater than or equal to $10,000:
a. Subtotal of professlonal services, contracted services, and subgrant $0 $0
costs requiring specific approval:
b. Subtotal of professlonal services, contracted services, or subgrants 30 $0
less than $10,000:
c. Subtotal of professlonal services, contracted services, and subgrants
greater thanpor equal to $10,000: i §185,000 $155,000
d. Remalning 6200—Professlonal services, contracted services, or $0 $0
subgrants that do not require speclfic approval:
(Sum of lines a, b, ¢, and d) Grand total $155,000 $155,000

For aiist of unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of
Grants Adminlistration Grant Management Resources page.

... For TEAUseOnly
Changes on this page have been confirmed with; On this date;
Via telephoneffax/emaii (circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 13 of 44

20142016 Educalor Excellence Innovation Program



Texas Education Agency __Standard Application System (SAS)

hadule #5—Supblies and Niaterials (6300)
County-District Number or Vendor ID057-804 | - |I AmeF:-drnent number {for amendments only):
Expense ltem Descrlption
Technology Hardware—Not Capltallzed
# Type Purpose Quantity (L;j:;tt Year 1 Year 2
1 $
6309 | 5 $
3 $ 3 $
4 $
5 5
6399 | Technology software—Not capitalized 5 $
6399 | Supplies and materials associated with advisory councll or committee $ $
Subtotal supplies and materials requirlng specific approval: | § 5
Remaining 6300—Supplies and materials that do not require specific approval; $4,620 $4,620
Grand total: $4,620 $4,620

For a list of unallowable costs and costs that do not require specific approval, see the guldance posted on the Divislon of
Grants Administration Grant Management Resources page.

.. . ForTEAUseOnly =~
Changes on this page have been confirmed with: On this date:
Via telephone/fax/femail (circle as appropriate) By TEA staff person:
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' Texas Education Agency

Standard Appllcation System {SAS)

County-District Number or Vendor IDDS7-804 | I Amendment number (for amendments only):
Expense item Description Year 4 Year 2
411 Qut-of-state travel for employees (Includes registration fees) 5 ¢
Specify purpose:
Travel for students (Includes reglstration fees; does not Include field trips): Specific
6412 | approval required only for nonprofit organizations. $ $
Specify purpose:
Stipends for non-employees (specific approval required only for nonprofit
6413 | organizations) $ $
Specify purpose:
Travel for non-employees (Includes registration fees; does not Include field trips):
8419 | Specific approval required only for nonprofit organizations $ $
Specify purpose:
Travel costs for executive directors (6411); superintendents (6411); or board
6411/ | members (6419): Includes reglstration fees $ $
6419 - -
Specify purpose:
6429 | Actual losses that could have been coverad by permissible Insurance §
6490 | Indemnification compensation for loss or damage 5
6490 | Advisory councifcommitiee travel or other expenses $
Membershlp dues In civic or community organlzations (not allowable for unlversity
6400 | applicants) $ $
Specify name and purpose of organization:
Publlication and printing costs—if relmbursed (specific approval required only for
6400 | _nhonprofit organizations) 3 $
Specify purpose:
Subtotal other operating costs requiring specific approval: $ $
Remaining 6400—O0ther operating costs that do not require specific approval: $12,214 $12,214
Grand total: | $12,214 $12,214

In-state travel for employees does not require specific approval. Field trips consistent with grant program guldelines do not
require specific approval. See TEA Guidelines Related to Specific Costs for more Informatlon about field trips. For a llst of
unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of Grants

Administration Grant Management Resources page.

. ForTEAUseOniy
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1

Texas Education Agency

Standard Application Systemn (SAS)

| County-District Number or Vendor |D: 0'57-'804

i Am'éndment FI.L.I.mbBl.' {for amendments only).

15XX Is only for use by charter schools sponsored by a nonprofit organlzation.

# Descriptien/Purpose

Quantity

Unlit Cost

Year 1

Year 2

6669/15XX~—Llbrary Books and Medla (capltallzed and controlled by llbrary)

1|

| N/A

N/A

&

66XX/15XX—Technology hardware, capltallzed

||~ |D | site]r

10

11

Al R | A || en|en|enien

R | en|en|en|en|erien|en ;]

66XX/15XX—Technology software, capitallzed

12

13

14

15

18

17

18

AR |en|en|en|en s | |on|njen|en|en|en|en

66 XX/ 5XX—Equipment, furniture, or vehlcles

19

20

21

22

23

24

25

26

27

28

AR R |6R | DA h|enien Alen|en|en|enln|en

AEN|ER|EA RN R [en]en|en Alen|enienin|en|en

Alen|n|enlwien|n|en|en|en

thelr value or useful life

66XX/15XX—Capltal expendIltures for Improvements to land, bulldings, or equipment that materially Increase

29 |

$

$

Grand total:

$

$

For a list of unallowable costs, as well as guidance related to capital outlay, see the guidance posted on the Division of
Grants Administration Grant Management Resources page.

o o ForTEAUseOnly
Changes on this page have been confimed with: On this date:
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' Texas Education Agency Standard Appllcation System (SAS)

Counly-dlstrlcl number or vendor ID: 057-804 —— __ Arnendrnent# (for amendments only)

important to understanding the population to be served by this grant program

Total enroliment: 4,308
Category Number Percentage | Category Percentage
African American | 1,389 32.3% Attendance rate 86.8%
Hispanic 2,752 63.9% Annual dropout rate (Gr 9-12) 8.8%
. TAKS met 2011 standard, all tests (sum of all

0, 1 1)

White 110 2.6% grades tested; standard accountabllity indlcator) 39.0%
TAKS commended 2011 performance, all tests

0, ' 0,
Aslan 12 0.3% {sum of all grades tested) 1%
Economically
disadvantaged 4,020 93.4% Students taking the ACT and/or SAT 8.7%
Limited English o Average SAT score (number valus, not a
proficlent (LEP) 508 11.8% percentage) 1173
Discipllnary 0 0.0% Average ACT score (nurnber value, not a 15.1
placements percentage)
Commaents

Part 2 Teacher Domoaraphics, Enter e dara requested. I data s nol avallable, orier DNA.

Category Number Percentage | Category Number Percentage

Afrlcan Amerlcan | 88 47.8% No degree 3 1.7%
Hispanlc 25 13.8% Bachelor's degree 148 80.5%
White 61 33.3% Master's degree H 16.7%
Aslan 10 5.5% Doctorate 2 1.1%
1-5 years axp. 114 62.2% Avg. salary, 1-5 years exp. $43,684.51 N/A
6-10 years exp. 36 19.4% Avg. salary, 6-10 years axp. $49,767.66 N/A
11-20 years exp. 4 18.3% Avg. salary, 11-20 years exp. $54,601.77 N/A
S:;r 20 years DNA DNA Avg. salary, over 20 years exp. | DNA N/A

"Vla teiephona!faw’emall (circ!e as appmpﬁate
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' Texas Educatlon Agency Standard Application System (SAS)

Counly-dlstnct number or vendor ID: 057-804 Amendment # (for amendments only)
Part 3: Students to Ba Served with Grant Funds. Enter the number of stiidents i
‘projected to be served underthe grant program:

School Type K 1 2 3 4 5 6
Publlc

Open-enroliment
charter school

Public Institution

1238 | 981 | 1134 | 953 | 4306

Private nonprofit

Private for-profit

TOTAL' 1238 { 981 1134 | 953 | 4306
iprojected 1o be ssrved under the rant p;‘ogra

School Type K 1 2 3 4 5

Public

Open-enroliment
charter school

Public Institution

53 42 48 41 184

Private nonprofit

Private for-profit
TOTAL: 53 42 48 41 164

Via telapho _ ffax!emaii_(clrcle as appropriate) .
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Texas Education Agenc

County-dlstrlct number orvendorlD 057-804 __

Texans Can serves 4 233 of the hardest to serve mmonty at-rlsk Iow-lncome student populallon In the state in 10 hlgh-
need charter schools, of which all are receiving Title | funding. Of the total students enrolled, 2,611 (61%) are Hispanic,
1,478 (35%) are African Amerlcan, 4,168 (97%) are at-risk, and 4,016 (93%) are calegorized as low-Income (TEA TAPR
— 2013 data). During the planning stages, Texans Can revlewed several data sources including, related literature,
district and campus improvement plans, state STAAR test scores, TEA demographic data, federal and state
accountabllity ratings, teacher and administrator data including prevlous appraisal data, proven research, governance
and policles. In addition, focus groups were held with the superintendent, teachers, princlpals, and non-classroom staff.
Through this comprehenslve revlew process, Texans Can Identifled potable gaps and weaknesses as well as strengths
and opportunities related to Infrastructure, resources, practices, policles, curriculum, Instructlon, capacity bullding and
support mechanisms that led to the design of Project READY. During thls systemic process, Texans Can reviewed its
current achlevement ratings (campus ratings, educators' tenure and qualifications, hiring practices, policles, career
pathways, etc.) and compared them to desired goals and expectations. Sadly, Texans Can schools demonstrated a
high-need for a program with goals such as EEIP. In fact, and comparable to the districts improvement plan, Texans Can
10 high-need charter schools all faced similar unlque challenges in Increasing student achlevement, college readiness
and graduatlon rates, including the recruitment, retention and creation of highly-effective teachers, princlpals and non-
classroom staff. Texas administers the standardized STAAR-EQC tests to measure students’ abilitles to meet state
academic standards. All 10 participating campuses are categorlzed as Priority/Focus schools and 8 missed Adequate
Year Progress (AYP) two consecutive years. {TAPR 2013-AYP 2012). The STAAR scores of students In these schools
were weil below the state average. The STAAR scores (core subjects) for these schools demonstrated a significant
under-achievement of 43% when compared to the state at 77%. Reading results only showed 46% of the students met
slate standards compared to B0% of students’ statewide. Students demonstrating competency In Math were also at-risk
with only 44% of students meeting STAAR standards compared to 79% for the state (STAAR data 2012). During this
same period graduatlon rates and college entrance exam scores were simllarly bleak. The graduation rate was a dismal
42.1% compared to the state at 87.7%. SAT/ACT scores were a low 1 121 and 14.7% compared to the stale at 1,422
and 20.5%, respectively. The STAAR scores for students In grades 9" -12" clearly demonstrated major achievement
gaps when compared to the overall state. The low academlc scores can be attributed to non-effective teachers and
principals, lack of experlence, high turnover, an absence of formal mentoring, limited professional development, an a
deficiency of an educator appralsal systems. The average tenure for a school principal or teacher at Texans Can is 3 to
4 years, respectlvely. To compound the problem of retention, Texans Can has difficulty In recruiting qualified and
effective educators to serve its economically distressed communities and students who are categorized as the hardest
to serve In Texas. High poverty and low-achieving schools, have difficulty atiracting high-quality applicants
(Morgenthal, 2002). Once hired — educators at Texans Can schools face many challenging elrcumstances surrounding
their schools such as poor nutritlon, criminal activity, high illiteracy, etc. These challenges are compounded with
Immense pressure to turnaround low-achleving schools that have historically low student achisvement. At Texans Can
princlpals and educators often lack the experience, training, certification, and knowledge to perform tasks at a level
needed to meet the educational demands of schools. Teachers and principals of these campuses are faced with
challenges related to: 1) fostering development of teachers and educators who are eager to advance; and 2) recruiting
high-gquality educators’ eager to learn and teach. A large majority of the educators are not credentlaled or possess
provisional certifications. Texans Can serves 213 educators (10 Princlpals, 19 Asslstant Princlpals and 184 Teachers) in
its schools. Of the 184 teachers, 71 are not teaching in the subject area they were tralned to teach, 42 are teaching with
a provisional certification and only 26 teachers hoid a Master's. Only half (10) of the Assistant Principals are certified. Of
Texans Can's 10 Principals, one Is not certified, one willl be vacant (June 2013), two are In their first year, three are
retiring (June 2013) and three have an average of four years of experience as a principal. Texans Can needs are
prloritized through first coordinating a comprehensive school needs assessment that also involves feedback and
recommendatlons from the Board of Trustees, faculty, community/youth advisory boards and parent teacher association.
After, Texans Can's cablnet (Superintendent, Princlpal, Directors, Dean of Instruction, etc.) reviews and assess resuilts,
feedback and recommendations. While cognizant of the districts mission, resources, policies, human capital,
Improvement plans, etc., the cabinet prioritizes findings based on students’ academic needs in order from greatest to
least. Length of time needed to eliminate each Identified gap and weakness also influences the prioritization of needs

Via telephonalfaxlemall (cFe as appropriate)
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Texas Education Agenc

_ Amendmenl#(for amendments only) _

_County-dlstrlct number or vendor ID 057-804

# Identified Need

How Implementad Grant Pragram Would Address

Students are not learning, scoring proficlent on state
assessments (STAAR-EQC), Involved in rigorous
courses, actlvely engaged in college preparation
exams or academically accelerating at a level

1. | required to graduate high school on-time and are not
meeting state college or career ready status.

Project READY will provide teachers with ongoing
professlonal development tralning to increase pedagoglcal
instructlonal strategles and support the use of data driven
Instruction. An educator appralsal system (TalentEd} wlill be
Incorporated to measure educator progress related to
student academic performance. Students will be supported
in attalnlng proficiencies in core subjects through proven
practlces, STAAR-EOC preparation, AP/dual enrollment
course involvement, college preparation (SAT/ACT),efc.

Transparent policles and practices to attract, recruit
and hire highly-qualified and highly-effective
teachers, princlpals and non-classroom staff (Master
Teachers, Content Coaches, Instructlonal Advisors,
etc.) are major barrlers at all 10 high-need charter
hlghs schools. Addltionally, the absence of a formal
coordinated inductlon process for new teachers
hinders the overall preparation and retention of
teachers.

Project READY will Implement a formalize system to review
and modify current recruitment, hiring and induction
practices to ensure effective strategies (hiring bonuses,
relocatlon allowances, etc.) are incorporated to attract the
most qualified and highly-effective teachers/educators. A
formal career pathways element with salary augmentation,
and Incantives will be Implemented to offer educators
opportunities for career advancement. A coordinated and
useful inductlon process will be employed to provide new
teachers the guidance and support needed to be effective.

A nonexistent formal coaching, mentoring, and
educator evaluatlon component and system hinder
the particlpating schools' abilities to retaln and
adequately prepare teachers, educators, and
principals through ongoing technical guldance and
3. | support. The lack of these systems also impedes the
schools' capacities to appropriately complle student
and teacher data to accurately appralse and reward
educators for outstanding accomplishments or to
identify areas needing attentlon.

Texans Can will have the opportunity to enhance and
formalize a comprehenslve coaching and mentoring
component to ensure all educators are linked to an
experienced and successful educator who will guide and
support them throughout their career with tha district.
Addltionally, TalentEd and VAL-ED educator appraisal
systems will be acqulred and formally used for value-added
assessments. Master and Mentor Teachers will be hired to
mentor, coach, and provide ongolng guldance to new, first
year and tenured teachers, as weli as design and deliver
pedagogical professlonai development.

Access to promotlonal career opportunities for
educators (assistant principals, teachers, para-
professional, non-classroom staff, ete.) to advance
towards higher employment prospects with greater
4. | responsibllitles and compsnsation is limited, if not
altogether unavailable to educators.

Texans Can believes hard-work and dedication to its
students deserves career advancement, promotional
growth and greater compensatlon. Project READY has
allotted sufficient resources to offer salary augmentatlon for
teachers to become campus Master and Mentor Teachers
to support peers as weil as incentives for teachers to
undertake added responsibllities such as ciassroom
observation, pedagoglcal professional development
training, lead instructional planning period, coaching, elc.

Due to budget constraints and limited resources, the
primary focus and fiscal investment has been on
student academics and stale assessments. As a
result, professional development, educator

5. | evaluation assessments, and data management
instruments and Information systems has been
overlooked, disregarded, and neglected.

An integral part of this project will be ongolng proven
professional development aimed at pedagogy and
increasling data-driven decislons Including implementing
effectlve educator appralsals systems {TalentEd and VAL-
ED) to measure progress and offer differentlated
compensatlon. A data management system and value-
added calculation {TalentED Suite) will be incorporated to
compile and analyze data to accurately measure progress
and determine the level of payment for each educator
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_ Amendment # (for amendments only)

uested certifications. ‘Response is limlted 1o space provided, front slde only: Use Arial font,

Desired Qualifications, Experience, Certifications

Title
Project Director, Dr. James Hughey holds a Doctorate of Education, Masters of Education, B.S.,
1. | Project Director and Superintendent, Principal, and Math Certifications and has over 55 years of experlence In
' aducatlon and managing federal and state programs. Qualifications: Master's In related field, five
years of program and fiscal management, five years’ experience In education and supervision.
Lead Qualificatlons: Must possess a Master’s Degree in Teacher Educatlon or a2 Master of Education —
2. | Master/Instr. Instructlonal Specialist in the core content areas, Texas Masters and Teaching Certificate with a
Teachers minimum of 7 years of teaching experlence and two years of mentoring in a high school.
Program Qualifications: Must possess a AA Degree. and 2 years of experi_ence in educatienal_eettlng,
3. Assistant preferably a high school supporting administrators with maintaining files, prepare written
correspondence, reports, schedules and provide technical support to staff and campus facilltators.
Partner - Qualifications: Each partner selected tequlres superiot qualifications, expertise, 10 ples_ years of
4. Consultants experlence, and resources and commitment to Improving teacher, educator and administrator
quallty and effectiveness while overall improving student learning and academlc performance.
External Qualifications: Must possess 10 years of successful experi_ence In evaluating f_ederal and state
5. Evaluator programs, broad knowledge of sclentifically-based evaluation methodologies, implementatlon, and
reporting requlrements and hlghly educated (Doctorate Masters etc ) experienced and tramed
- : "'Mllestones an( [ ] ' ad | ith: T
and projecte smaller than 10 po
Begin End
# Objectlve Milestone Activity Activity
Increase student 1. | Student academic and college growth model finalized 04/01/2014 | 05/30/2014
academic 2. | Teachers tralned and students engage in rigorous pedagogy | 05/30/2014 | 06/30/2016
1. { performance by 3. | Student enroliment In AP courses increase by 20% yearly 11/01/2014 | 06/30/2016
creating quality and | 4. | Student attendance and SAT/ACT scores increase yearly 11/01/2014 | 06/30/2016
effective teachers 5. | Math and reading STAAR scores Increase by 10% yearly (8/01/2014 | 086/30/2015
Establish effective 1. Recrui_tmentlhiring incentlves developed and palicy changes | 04/01/2014 | 05/15/2014
recruitment, hiring 2. | Induction of new teachers/educators Implemented 05/16/2014 | 06/30/2106
2. and in ductlen 3. | Highly qualified candidates apply in high need schoois 05/15/2014 | 06/30/2016
practices 4. | Yearly retiring/resigning teachers stay due to program 05/30/2014 | 07/15/2014
5. | The number of effective teachers increases by 20% yearly 08/01/2014 | 06/30/2016
Establlsh effective 1. | Mentors selected, ralned and assigned mentee 06/01/2014 | 07/31/2014
mentoring ceachieg 2. | Attritlon rate of mentor/mentee increases over baseline 08/01/2014 | 06/30/2015
3 retention én d '[ 3. | Teacher /non-glassroom staff evaluation system set 08/15/2014 | 06/30/2016
evaluation practices 4. | 90% of teachers/educators Indlcate career satisfaction 08/01/2014 | 06/30/2015
5. | Retention of teachers/educators increase by 20% annually 08/01/2014 | 06/30/2015
Increase career 1. | Lead Master Teacher and Program Assistant hired 04/01/2014 | 05/15/2014
growth/pathways 2. | Campus Master/Mentor Teachers selected and trained 04/30/2014 | 06/15/2014
4. | through effective 3. | Teachers/educators advance beyond basic level yearly 08/01/2014 | 06/30/2016
recognition and 4. | Evaluation domains show Increases in value added scores 09/01/2014 | 06/30/2016
reward system 5. | Teachers and educators compensation increases yearly 09/01/2014 | 06/30/2016
Increase effective 1. | District/Partners implement professional development 05/30/2014 | 06/30/2016
professional 2. | Teacher growth model created and capacity building starts 04/01/2014 | 05/30/2016
5. |development through| 3. | Progress in Instructional and leadership practices observed 09/01/2014 | 06/30/2016
allgnment to needs | 4. | 90% of teacher/educators report satisfaction of training 09/01/2014 | 06/30/2015
and evaluation pian | 5. | Students meeting state Level Il/IIl scores increases by 10% | 09/01/2014 | 06/30/2015

Grant funds wili be used to pay only for activities occurring between the beginning and endIng dates of the

grant, as speclfied on the Notice of Grant Award.

"RFA #701-14-101; SAS #181-14
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Lead Master Teacher and the independent evaluator will communicate with the EEIP Guldance
Council (GC)-(Project Director, Superintendent, CEQ, CFO, principals, parent, partner, etc.) at least weekly during the
first six months of the project to monitor all project activities. Thereafter, staff will continue to communicate weekly and
with the GC monthly to provide updates, present data on performance measures, seek input on project direction, review
progress toward goals and objectives, and make adjustments as necessary. Project status will be shared with teachers,
students, parents, and community members quarterly through school newsletters, web-page, emalls, or durlng parent
meetings. Project READY activities will be incorporated into the Texans Can year-round planning calendar and will
include the following: project personnel will coordinate Campus activities with administrators and teachers, scheduled
monthly meetings with GC; and business office will follow established procedures for on ongolng feedback and
continuous improvement. During these meetings, the Project Director, GC, staff, Campus Leadership Teams (CLT) and
Teacher Advisory Council (TAC) - (discussed later) will discuss program status, evaluatlon results, lessons learned,
challenges and accomplishments In order to make program improvements. The following data will be collected and
reviewed on an ongoing basis to monitor accomplishment of performance measures (as |dentified by TEA), assess
student academic progress, and gauge longitudinal teacher, princlpal, and educator progress: campus level data In core
content areas for each student (STAAR-EOC, 6 week grades, etc.), student deficiency data, attendance and behavlor
data, student perception data (including classroom observations — 4 times annually, and teacher self-reported data.
School input will also be solicited by the Master/Mentor Teachers and reviewed by the Project Director, evaluator and
GC In order to incorporate any program improvements. Weekly staff meetings will be facilitated by the Project Director
with staff to assess progress and challenges. The Project Director will provide monthly progress reports to the
superintendent and principals on: 1) progress toward objectives; 2) effectiveness in meeting the outcomes; 3) results of
participants; and 4) continuous improvement evaluatlons to seek discrepancies between target versus actual progress
and to develop modifications. An evaluator will gather qualitative and quantitative data. These data will be used as a
continuous improvement protocol to assess program delivery, progress and design modification as appropriate.
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Texans Can's general practices have always been to Implement and sustain promising educatlonal programs that help
all learners succeed academically and will continue to do so with this project. Plans of sustainability of Project READY
will be an ongolng focus of Texans Can and will begin with day one. Since inceptlon, Texans Can has already
established a strong organizational base for Project READY (for example, procedures, systems, and schedules are in
place, and partners and schools know their roles and strongly support the initiative). Project READY willl be housed at
corporate office in Dallas under the divislon of federal, state, and local programs. Establishing a strong organizational
foundation fosters sustalnability. Thus this divislon strongly advocates and has access to an array of programs and
resources within Texans Can that will be leveraged for students and educators which ultimately begins the planning for
sustainability. Community leaders, parents, buslnesses and educators will also be part of the GC and will assist in
planning the sustainabllity and stability of Project READY. In additlon, project staff with their expertlse and abilities will
bring thelr perspectives to the schools. All these elements will ensure that a broad diverslty perspective is brought to the
district/campus to ensure schools institutionallze these practices, strategles, programs, and seek other resources.
Project READY |s endorsed from both the top leadership of Texans Can and from the entire 10 charter schaol faculty
with over 99% demonstrating support of the program (described later). The professional development that will be
provided to teachers and educators will strength commitment, reinforce learning processes, and ensure that all
educators are more effectively prepared, skilled and knowledgeable to dellver rigorous personalized learning even after
grant funding ends. Texans Can is dedicated to sustaining the project to provide the best venue in which students can
move toward high school graduatlon, post-secondary educatlon and job preparedness. Texans Can envisions this grant
as seed funding to enable the district to establish a rigorous, highly-researched, and successful program school-wide.
Thus, District and campus administrators will provide pianning and guidance time at no-cost to the program.
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" Evaluatlon

Method/Process Associated indicator of Accomplishment
Formative 1. | w number of Master and Mentor Teachers per year; m number of certified classroom
Evaiuation observers per year; m number of new and experienced teachers mentored per year; m

number of new teacher who partlcipated in induction activities per year; m topics of
professlonal development sessions and number of hours; m number of particlpating
teachers and administrators and their satisfactlon level with professional development,
mentoring, and collaboratlon activities per year; m number of teachers and
administrators wha received performance-based bonuses per year; m number of
teachers, adminlstrators, and staff who recelved augmentation pay for added
rasponsibilities per year; m number of teachers who are hired or retained due to
incentives per year; m number of collaboration hours among teachers; m attrition and
1. retention rates of teachers and administrators per year; » self-assessment/reflection by
teachers (after each classroom observation) increase; s numeric Increase or decrease
in each rubric of TalentEd Perform Skill and Knowledge Standards over prior years, m
percent of teachers scorlng the equivalent of proficlent or better in each rubric of
TalentEd Perform each year; m increase or decrease In VAL-ED score of principals and
assistant principals per year .

2. | = Satisfaction levels and feedback from students and parents increases; m number of
students receiving credit from advanced AP or dual enroliment courses increase; =
attendance rates Increase mnumber of students scoring proficlent on SAT/ACT
increases; m graduation rates Increase; s number of students promoted each year
increases; m STAAR-EQC scoras increase — categorized by age, gender and ethnicity.

Summative 1. | m Teacher Classroom Performance through Multiple Classroom Observatlons —
Evaluatlon average value added score increases per year; m Academic achievement growth of
2 teacher's classroom students value-added scores increase each year; m Achievement

growth of all students In tested grades school-wide value added scores increase each
year; and m number of overall teacher, administrators and non-ciassroom staff
recelvmg recognitlon and awarded drfferenhated compensatlon

font. no smaller than 10 point.

Baseline and programmatic data will take Into conslderatlon the number of particlpants served at each campus including
demaographics, characteristics and student school data such as attendance and graduation rates, student assessment
data, college course enrollment, courses enrolled, state test data, and other services provided. In addition to bassline
data collected during the first quarter of the project, quarterly, semi-annual and annual data collectlon methods at the
participating campuses will include surveys, classroom observations, interviews, evaluations (TalentEd and VAL-ED) of
teachers, educators and administratars, review of student academic data, AP/dual enrollment, SAT/ACT data, review of
lesson plans and project activitles. Quarterly revlew and performance reports will document progress toward
performance indicators completed by the end of each project year. Analysis will be conducted annually on quaiitative
and quantltative data on each performance indicator. Consistent with the protocol identified In the TalentEd and VAL-ED
systems, the Project Director, Lead Master Teacher, Campus Leadership Teams (at each campus will include the
principal, assistant princlpal, Dean of Instructlon, currlculum specialists, Master teachers and teacher mentors), the
Teacher Advisory Council, EEIP Guidance Councll, and the Independent evaluator wlll meet quarterly to review the data
of each rubric associated with TalentEd and VAL-ED, studentdevel academic data, course enroliment (AP/dual credit,
SAT/ACT), graduation data, curriculum allgnment, discuss lessons learned, and find ways to explore subsequent
improvement of programs and services. If progress on objectlves are not on time or if budgetary issues arise, necessary
action steps by the director and staff will be implemented and monitored to correct these issues.
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Project READY will implement a comprehensive Induction system at 11 Texans Can campuses that will provide all first
year, new, and other teachers with the knowledge and skllls necessary to be successful and effective in their classrooms
and to enable them to stay In the teaching professlon. All first year and new (1 to 3 years) teachers to the profession will
be required participate In all inductlon activities for up to three years untll they recelve tenured (more than three years)
status. Veteran teachers, in their first year of teaching in one of Texans Can campuses, wlll also be required to
particlpate in inductlon activitles. The content and structure of the comprehensive induction system shall be aligned wlith
TEKS (Texas Essential Knowledge and Skills), TEKS Resource System ~ Researched-based Curriculum Management
Practices, and STAAR-EOC including TalentEd and VAL-ED Standards. The induction system will include the following:
* Atwo-day summer orlentation/training for all first year and new teachers to the Texans Can school system;
Ongoing support from a mentor, including regularly scheduled meetings during non-instructional time;
Regularly scheduled opportunities for new teachers to observe or co-teach with skilled teachers:
Follow-up discussions of the ciassroom observation results and co-teaching experisnces;
Ongoing professional development designed to address first year and new teacher needs and concerns; and
Ongolng formative review of first year and new teacher performance, including classroom observations, reviews
of lesson plans, and feedback based on clearly defined teaching standards and expectations.
Campus Orientation: Teachers will attend a two-day campus orientation each year, led by the principal and assistant
princlpal of each campus. Activitles will include touring of the campus, meeting Mentor Teachers, becoming famlllar with
campus improvement plan, resources, procedures, and planning for the first weeks of school. All participants will recelve
handbooks on toples such as legal requirements, district and classroom policles and procedures, and other resource
materials. The handbooks will also include planning guides for the core content areas that define what to teach, offer
effective teaching strategies, and outiine pacing of the content — with special emphasis for teaching at-risk and high-
need students. In addition, first year and new teachers will recelve an additlonal intensive thres-day tralning on Literacy
Across the Curriculum Pedagogy, and its assoclate Instructional practices almed to enhance literacy, analytlcal, and
problem solving skills of students In core subject areas. Mentoring: Project READY will establlsh a cadre of mentors at
each Texans Can campus to support first year and new teachers. Additionally, experienced and Master Teachers will be
paired with first year, new and tenured teachers. To the extent possible, the Project Director, Campus Princlpal, and the
Lead Master Teacher will pair mentors with teachers that teach the same subject, grade level, or that previously taught
the same subject or grade. Selection of Master and Mentor Teachers will be made from the pool of committed tenured,
experienced, degreed (Masters), and certified teachers at each Texans Can campus. To the extent possible, each
campus will establish the maximum ratio of mentors to mentees. One-on-one mentor-mentee matches with at least one
year commitment will be sought, but in no case will a single Mentor Teacher be paired with more than five new teachers.
Selection of the mentors will be based on the following criteria: 1). Possess tenured status and demonstrated knowiedge
of adult learning theory and peer coaching techniques; 2). Demonstrated knowledge and skills to address the
performance evaiuatlon criterla and outcomes to be met by mentee; 3). Hold a Master's in content area, advanced
professional certificate and be rated as satlsfactory; and 4). Possess a positive reference from a current or recent
bullding principal or supervisor that addresses the instructional, management, human relations, and communlcation skills
of the mentor applicant. The basls of the selection of mentors will be made by a therough review of personnel records,
academic accomplishments of thelr students based on TAKS andfor STAAR-EQC scores for the previous years, peer
recommendations, annual evaluations and the number of professlonal development activities participated Including any
certifications/awards received. To the extent possible, Mentor Teachers will have three years of teaching experlence in
the same subject area as the mentee. The mentors will recelve an annual salary increase of $4,500 and regular release
time for mentoring activities. If for any reason a mentor leaves, a replacement mentor will be selected using the
selection criterla above. Prlor to a mentor being matched with a mentee each, mentor will be required to participate in a
three-day comprehenslve praven (New Teacher Center Program-Advancing New Teacher Practices 2013) mentoring
training program. This foundational training focuses on the knowledge, skills, and understandings critical to new teachers
and is guided by the belief that learning to teach is a career-long developmental process that Involves a continuous cycie
of planning, teaching, and reflecting. At the heart of this work is the mentor's abillty to respond to each new teacher's
indlvidual developmental and contextual needs and to promote the ongoing examinatlon of classroom practice. Topics of
training include: defining mentor roles; self-assessing professional knowledge and skills; Identifying new teacher needs:

elfax/amali (circle as appropriate)
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accountability and supervision; data collection, analysls and interpretations skllls; teacher attrition, assessing level of
practice, etc. The Mentor Teacher will meet for two hours each week with mentee/teacher during the first year of the
mentees teaching career at a particular campus of Texans Can to provide support through model lessons, assistance
with lesson planning and classroom management, and observation/formatlve feedback of lessons. Responsibllities of
mentors and mentees and performance standards for the mentees will be mutually establlshed to document areas and
levels of effectiveness and provide benchmarks of performance. After the first year, the mentor will meet with each
mentee for one hour each week. Participating mentees will also periodically use a planning perlod to observe their
mentor teacher or other expert teachers in their content field. In addition, the mentor teacher will provide the first year
and new teacher with opportunities to develop professional competence through a cycle of classroom observation
assessment and practice assessments. The mentors wlll be actively Involved in enhancing and supporting the teaching
experience of mentees by providing classroom-based follow-up and extenslve feadback on the instructional practices of
mentees. Instructional collaborative planning periods (1 hour twice a week) will be in partnership with other Mentor
Teachers, with the Input and guidance of the Master Teacher. Mentor Teachers wlill also be required to engage In
professional develepment actlvities that are both self and team-directed. The mentors (as well as other Master Teachers,
principal, assistant principal, and other non-instructlonal school leaders) willl also be engaged In quarterly classroom
observations of the mentees using TaleniEd Skills and Knowledge Standards. The standards establish a 15-Indicator,
research-based rubrlc of effective teaching, spanning the sub-categories of Instruction, deslgning and planning
Instruction and the learning environment. Post observation sessions will Include feedback based on quantltative
Information about the mentee’s overall skill set based on one or more measures of effective teaching captured through
the rubric mentioned above. In addition, the mentees will receive feedback in the form of a qualltative coaching
conversation that will delve much deeper into effective instructlonal strategies, student engagement strategles,
technology integratlon, and lesson allgnment. In addition, the mentor will also gulde the first year or new teacher through
the maze of local and state adminlstratlon systems which potentially influence the classroom Instruction. Most
Importantly, the Mentor Teacher will guide the new teacher to alternate professional organizations for academic and
professlonal development. First year and new teachers at each campus will also have opportunities to interact with their
peers In slx one-hour round table discussions each year. During the round table discussions, the mentees/teachers and
the mentors will discuss as a group best practices in instructional techniques and classroom skills. This teamning
approach and collaborative environment will provide necessary instructional guidance and support to the mentee. This
mentor-mentee relationship will alse add value to the Induction program. As a result, the new teacher will not experience
the feslings of isolation and frustration that many new teachers have. The teachers will also have opportunities to
develop expertise in all areas of instruction by working directly with Mentor and Master Teachers. Furthermore, guest
speakers with expertise in relevant models and approaches to improving pedagogy and Instructlon will be Invited to
serve as the core presenter for each of the round table sesslons. Each mentee-mentor relationship will be reviewed
each year for effectiveness by the Principal and the Project Director. If problems exlst in that relationship, the mentee
will be assigned to another mentor.

On-going Professionai Development; Texans Can, In partnershlp with TalentEd, University of North Texas at Dallas,
and Teach for America will provide year-round training to particlpating teachers on topics such as, adult learning
theories, classroom Instruction, effective pedagogy, management strategles, phases of new teacher development, and
effectlve communication and collaboration strategies. Mentees will also have opportunities to vlew videos and participate
in simulation exercises dermonstrating effective instructional and coachling strategies through role-playing. Other toplcs
on building quality relationships, fiexibility of instructlonal style, deep listening, paraphrasing, and mediation questions
will also be presented. |n addition, at the beginning of each school year (summer), professional development will be
directed to introduce and train new and first year teachers, tenured teachers, Master and Mentor Teachers,
administrators, and other non-teaching school leaders on the components of TalentEd to prepare participants to
effectively partlcipate in callaborative group professlonal growth activities, and Introduce the TalentEd cloud software -
Performance-Based Compensation and Instructionally Focused Accountabllity Systems. Toplcs inciude leadership and
team-building skllls, test analysls, establishing standards-based classrooms and instructional supervision. Speclal
emphasls will be made to train the mentors, Master Teachers, princlpals, assistant principals, and other schooi leaders
on how to conduct formative review of teacher performance through classroom observations, reviews of lesson plans,
and feedback using proven rigorous classroom evaluation standards, from the TalentEd proven Performance Standard
Model. Year-round professional development and follow-up assistance will also be provided on how to use formative
assessments based on classroom observations, standards-based assessments, gulded reflections, and how to collect
and analyze teacher performance and student academic achievement data to Improve Instruction and student learning.
Texans Can and Its partners wlll also traln principals, assistant principals, and other school leaders on how to select,
traln, and retaln mentors, as weli as provide life-long learning opportunities and professional development activitles for
all.
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Teacher practice in classroom will be measured by performance on TalentEd Perform Standards which has been
adapted from numerous proven educator appralsal systems such as the TAP Psrformance Standards, McREL, slc.
TalentEd Perform is a proven teacher observation, summative evaluation and rubric online. Al first year and new
teachers will have four or more required observations each year. This will include three 50-minute observations
{announced) and one short observation (20 minutes unannounced) In the first three years of empioyment, All other
teachers (four years or more of experience) will have three or more required 50-minute observations (announced) each
year and one randomly short 20 minute cbservation {(unannounced) each year. The number of times teacher classroom
observation occurs will be based on sach teacher's performance and ratings. During school orientation and training all
teachers will be made aware of the purpose and schedule of the classroom observation before it takes place. All
classroom observations will be conducted in a supportive and professional manner and will not be elther intrusive or
threating. The reviewer or abservers conducting the observation will notify the reviewee/observed teacher prior and
respond posltively to any reasonable request prior to the observatlon takes place. Sufficient time will be allocated within
the school day to enable the participants in the classroom observation to discuss the observation purpose. Pre and post-
conferences will be heid between the teacher and the reviewer or observers for each observation. Classraom
observatlons will be performed by the core Campus Leadership Team at each campus, comprised of princlpal,
assistant princlpal, Dean of Instruction, curricuium speclalists, Lead Master Teacher, Campus Master and
Mentor Teachers. Each observation will be conducted by two members of the selected team above. Thls team based
approach to observations may result in teachers’ obsarvation scores varying from observer to observer but research
supports that inciuding the perspectives of two or more observers per teacher will greatly enhance reliability and
Integrity. Reliability and integrity represents the extent to which results reflect consistent aspects of a teacher’s practice,
as opposed to other factors such as observer judgment. Observed teachers will be rated under a three—part rubric
(Exemplary, Proficient, and Unsatisfactory) on a five-point scale, where a score of 1 indicates unsatisfactory
performance and a score of 5 Indicates exemplary performance on a particular indicator,

» Exemplary indicates: 1) All lessons start promptly; 2) The lesson's structure is coherent, with a beginning, middle,
and end and time for reflection; 3) Pacing is brisk and provides many opportunities for individual students who
progress at different learning rates and students are actively engaged; 4) Routines for distributing materials
including technology Integration are seamless, and 5) No instructlonal time is lost during transitions.

» Proficlent indicates: 1) Most lessons start promptly; 2) The lesson’s structure is coherent, with 2 beginning, middle
and end; 3) Pacing Is approprlate and sometimes provides opportunities for students who progress at different
learning rates and some and students are engaged; 4) Routines for distributing materials are somewhat efficlent and
Includes some technology integration; and 5) Little instructional time is lost during transltlons.

* Unsatisfactory indlcates: 1) Lessons are not started promptly; 2) The lesson has a structure, but may be missing
closure or introductory elements; 2) Pacing is appropriate for less than haif of the students and rarely provides
opportunities for students who progress at different learning rates and most students are not engaged; 3) Routines for
distributing materlals are Inefficient and no technology integration; 4) Conslderable time is lost during transitions.

Due to the fact, that the TalentEd system is designed to identify a range of proficlency on various Indicators, it is not

expected that a teacher will recelve a score of 5, indicating truly exemplary performance, on every indicator during an

observation. Consequently, It is anticlpated that a wide distrlbution of individual teacher performance ratings may be
demonstrated within and among campuses, providing accurate evaluation data of instructlon provided by teachers.

All observers will be required be tralned and proficlent on the TalentEd instrument before conducling classroom

observations. To ensure the rigor of these observations, the Campus Leadership Team will undergo annual (three

times) and follow-up training and certification in the use of TalentEd rigorous classroom evaluation standards. In
additlon, all members of the Campus Leadership Team will participate in yearly "refresher” training, and superintendent
or school princlpals must certify each year that all observers have been trained and qualified to conduct classroom
observatlons. The primary goal of observer training will be to guide observers’ understanding of the dimensions of the
instrument and its rubrics and to glve them an opportunity to hone their skills in applylng the rubrics accurately as value-
added assessment protocol. Without thls step, the promise implicit in a shared definition of teacher effectiveness cannot
be realized. To provide consistent and accurate observation value-added scores, all observers must have the same
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understanding of what constitutes each level of teacher quality described by the TalentEd system. Throughout the
training, observers will have multlple opportunitles to practice thelr new skllls. Actlivities will Include simulation practices,
watching vldeos, role modeling, discussions about their understanding, and piloting the TalentEd Instrument so they can
make adjustments and sharpen thelr observatlonal skills and abillties. The majarity of this trainlng will make use of
master-coded vldeos and simulation exerclses, which Include activities that assess whether observers can distinguish
evidence from opinlon statements or can sort evidence Into appropriate domalns of the TalentEd Standards. The initial
training wlll be held at of Texans Can's Central Office and wlll Include three days of training provided by TalentEd, UNTD
and Texans Can administrative team with ongoing follow-up and online support. As mentioned before, pre- and post-
observation conferences will be held for each observation. The goal of the pre-conference will be to increase teachers’
understanding and use of research-based and effective instructional and student engagement strategies. During the pre-
conferences (approximately half hour each), the teacher will meet with the observation team to discuss the observation
protocol, the rubric that will be used, and discussions about best practices related to instructional Improvement. In
addltlon, the teacher wlll be linked to professional development sesslons and resources that will help them to understand
the rasearch and implications surrounding strategles of effective classroom Instructlon, pedagogy and how those best
practices can be applied for diverse, at-risk, high-nged students. The goal of the post-observation conference will be to:
1) Increase shared understanding, recognition, and commitment of what sffective Instruction Is and making student
learning a priority;
2) Provide accurate feedback to teachers and facllitate open conversations between observers and teachers; and
3) I|dentify next steps of needed professlonal learning. During the post-observatlon conferences (approximately one
hour each), teachers and observers will engage in high-quality professional conversations to reflect on thelr
professlonal practice with more depth and clarity.
Information derived from cbservations wlll be discussed and suggestions will be provided by the observers on
Individuallzed professlonal development for each teacher. With this timely, actionable data, the teachers can identify
problems and opportunitles, differentiate instruction and professional development, evaluate instructional impact and
program effectiveness, and identify and share best practices to improve student performance campus-wide.
After the post-observation conference, the observation team will jointly prepare a repert to document the lesson and/or
performance of the teacher being observed. The rubric will lllustrate the weighted score and report will include:
1. Content: This will address instructional procedures observed during the lesson under observation and wlll also
contain a summary of what was discussed at the observation conferences.
2. Format: This section will contain an overview and a brief description of the lesson and lts objectlive.
3. Domains/Rubrlc: Comments and rating under each domain wlll be addressed Including:
+ Value-added scores and areas of strength;
s Areas of growth and suggestions for further professional development to enhance student learning or
recognition of Improved teaching practices; and
* Areas of concern including examples of ineffective teaching practices that interfere with student
learning. Areas of concern will necessitate concrete plans for further improvement and remedlation
including specific dates and timelines developed collaboratively by the teacher and the princlpal.
In addition, after the post-observation conference, observed teachers will be asked to complete a refiection survey on
the lesson and observation process. This will be submitted along with the signed document within 5 days of raceiving the
written observation report. Furthermore, at the end of each observation protocol, students of each ciassroom will be
surveyed to assess the effectiveness of classroom Instructlon by the teacher. An annual observation report for each
teacher will alsc be developed by the Campus Leadership Team designated representative, approved by the principali
and will be based upon the collected data related to a teacher performance In the classroom throughout the year. Interim
observation reports, Improvement plans, accompllshments, accolades, recognitions, student feedback, or other
documentation will also be used as a basls for the annuai observation report. All classroom observations and value-
added student data and calcuiation will be entered and available through a partnership with TalentEd and utllizing thelr
comprehensive online/cloud data management system TalentEd Sulte, which is a comprehensive web-based cioud
software appllcation for managing and analyzing multiple classroom observatlon data. The annual classroom
observation data will partially constitute the overall performance score for each teacher. This coupled with student
value-added scores and school-wide value-added scores will be analyzed for decisions tied to Incentlves or
improvement plans, training, intervention and support for teachers. Repeated poor performance may lead to removal of
teachers from teaching positions. Details of performance-based bonus and incentlves are described later. References:
The Rellability of Classroom Observation by School Personnel — Met Project 2013; Kane, T.J., & Stalger, D.O. (2012).
Gathering Feedback for Teaching: Combining High-Quality Observations with Student Surveys and Achlevement Gains.
Bill & Melinda Gates Foundatlon; and Haertel, E.H. (2006). “Reliability.” In R. L. Brennan (Ed.), Educational
Measurement (4th ed., pp. 65-110}). Westport, CT: Amerlcan Councll on Education / Praeger Publishers.
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The evaluation process will be format%ve and summatlve The ongoing tormative evaluatlon wlll focus on addressmg
whether or not the objectives and strategies outiined earlier are being Implemented as planned at each partner campus.
Ongolng findings will be compared to objectives {(pg. 21), mllestones (pg. 21), project timeline and outcomes {pg.43),
and adjustments will be made where necessary. Baseline data will be collected immediately upon award. To
accomplish the proposed objectives and related performance measures and milestones, the following data wlll be
collected year-round during varicus periods depending on the data source at each campus:
» Student Accomplishments: Graduation rates, performance on state assessment in core subject areas, grade
polnt averages, grade retentlon, enroliment In advanced courses (AP), SAT/ACT scores, dropout rates, number
of students In AP and/or dual enroliment courses, and attendance rates all categorized by campus, age, grade,
gender, ethniclty and soclal and economic status, etc. (quarterly);
s Schoof Climate: Surveys of teachers, princlpals, asslstant principals, students, parents, teachers and staff on
school climate and quality of leadership; pre and post self-assessment of leadership and management skills (bl-
annually); survey of all teachers and mentors Including campus Master Teachers regarding quallty of mentoring
activities and master teacher performance (quarterly); survey of all teachers regarding quality of year-round
professional development activities (after each session and annually); pre and post self-assessment surveys of
all schoal educators regarding nature and extent of collaboration in the development and continuous
improvement of the School Improvement FPlan and declsion-making; review of hiring and retention policies and
organlzatlonal practices at all partner campuses (quarterly); and review of the extent of appropriate certifications
obtalned by teachers and administrators (annually);
» Improvement In Instruction: Multlple classroom observations (responsive pedagogy) and student performance,
self- assessment/reflection by teachers (after each observation), and student surveys (annually); and
s Parent, Student & Community Involvement: Random survey of parents (N=200 each year) and students (N=400
each year) from campuses regarding extent of collaborative activity among leaders, educators, students,
parents, and related stakeholders in the community; extent of parent involvement in school activities; revlew of
the type of support for school inltlatives by school leaders and community partners (bl-annually);
The TalentEd System adapted from the Texas TAP system for Teacher and Student Advancement will serve as the
crux of summatlve evaluation efforts because it is an integrated and effective system for teacher evaluation and support.
Researchers at the National Instltute for Excellence In Teaching (NIET), which manages TAP, have reported on the TAP
evaluation structure and Its statistical properties in an NIET Working Paper (Daley and Kim 2010). The study used
nationwide TAP evaiuation data including value-added scores from the 2006-07 and 2007-08 school years for a sample
of 1,830 teacher-level records. The study found that TAP teacher evaluatlons provide effective differentiated feedback
on teacher performance and development.
All teachers wili be evaluated every year through multiple classroom observations (as described above) by trained and
certified observers and through the teachers’ contributions to student achievement growth. The TaientEd Perform
system includes four elements of success:

¢ Multiple Career Pathways;

s Year-Round Intense Professional Growth;,

* Focused Accountability; and

s Performance-Based Compensation.
The accountabllity component of Project READY"s TalentEd Perform is similar to TAP, i.e., teacher evaluation, is
aligned to each of the other three components of TalentEd, and includes multlple classroom observations each year by
tralned and certified observers using research-based instructional quality rubrics, as defined by the TalentEd Skills and
Knowledge Standards. The observation data will be integrated with the TaientEd Teacher Responsibility survey data to
develop a TalentEd Skllls and Knowledge (TESK) score on a 5-point scale, with 3 representing proficlent performance
that still has room for Improvement. A TESK score of 4.0 or above represents being highly effectlve. The scores will be
averaged over the year for an annual TESK score for each teacher at the end of each year — cumulatlvely leading up to
the school-wide value added data. The hypothesis is that whan teachers demonstrate strong instructional skills as
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measured by classroom observations, their students will show higher academic growth regardless of previous
achievement, at-risk indicators or socioeconomic status.

The TalentEd Skilis and Knowledge Standards includes a rubric with four domains:

1. Instruction: Standards and Objectives, Motivating Students, Presenting Instructional Content, Lesson Structure
and Pacing, Activities and Materials, Questioning, Academic Feedback, Grouping Students, Teacher Content
Knowledge, Teacher Knowledge of Students, Thinking, and Problem Solving.

2. The Learning Environment: Expectations, Managing Student Behavior, Environment, and Respectful Culture.

3. Designing and Planning Instruction: Instructional Plans, Student Waork, and Assessment

4. Responsibilities: Staff Development, Instructional Supervision, Mentoring, Community Involvement, School
Responsibilities, Growing and Developing Professionally, and Reflecting on Teaching.

In addition, evaluation of teachers will include value-added assessments by measuring the contribution of teachers or
schools to the growth in their students’ academic achievement during a school year. This will involve matching each
student's test scores to his or her own previous scores in order to measure individual value-added growth on an annual
basis. Through value-added assessment, the impact of a school year on a student's learning can be separated from the
student’s prior experiences in and out of school, as well as the student’s individual characteristics such as demographics,
socioeconomic status, and family conditions. The value-added assessment data will provide each teacher with a
classroom score showing the teacher's average student gain during the school year — cumulatively leading up to schoal-
wide value added assessment data.

Principals and assistant principals will be evaluated annually by the Superintendent and teachers using the VAL-ED. The
VAL-ED instrument is a 360 degree evaluation in which principals are anonymously evaluated by all the teachers in their
school and their supervisor. Principals also complete a self-evaluation. With their scores, principals also receive a
detaiied scoring rubric which provides comprehensive feedback on their strong suits and areas of improvement. The
design of the VAL-ED is directly influenced by principles of universal design and time-tested practices of item and test
development (Downing, 2006). VAL-ED will be used to measure the effectiveness of school leadership behaviors known
to influence teacher performance and student learning. The rubric of VAL-ED includes the following components: High
Standards for Student Learning, Rigorous Curriculum (content), Quality Instruction (pedagogy), Culture of Learning &
Professional Behavior, Connections to External Communities, and Perfarmance Accountability. Each of these domains
will be evaluated based on key processes and roles that principals and assistant principals undertake: Planning,
Implementing, Supporting, Advocating, Communicating, and Monitoring. All respondents will respond to the same items
about principal leadership behaviors. When the principal receives the annual report with the results of the assessment,
the report will allow the principal and assistant principals to compare their own ratings on each of the core components
and key processes against the ratings given by teachers and supervisors. In this way, the principal can get informative
feedback about the leadership behaviors in which they are excelling and on behaviors where more work is needed.,

An independent evaluator with years of experience conducting numerous federal and state education evaluations will
work closely with the Project Director in implementing a far, equitable, transparent, and rigorous formative and
summative evaluation process. The partner campuses will provide program data on the progress of the performance
indicators, Data for professional development activities will be collected ongoing by the independent evaluator and
maintained by the Campus Principal and the Project Director. The evaluator will develop a secured web-based data
management system which will link all aspects of Project READY’s programmatic and evaluation data to teacher and
principal payroli and human resources systems to appropriately allocate differentiated compensation for all educators. It
will also be aligned with the TalentEd Suite data management system to ensure coherency. Using TalentEd Suite cloud
software, the evaluator will assist the Project Director to generate a number of analytical reports summarizing teacher
performance. Reports on average total score and average on each performance standard will be availabie to the
Campus Leadership Team by cluster, grade-level, subject-level, teacher type, and individual teacher to assist with
identification of the particular strengths and weaknesses that need development within a school's faculty. The evaluator
will regularly assist the Project Director and Campus Leadership Team at each campus to review the summative
evaluation data and analyze critical issues encountered by teachers and students, impact of activities on leadership
capacities, instructional improvement, student academic growth, and school-wide performance. The evaluator will also
meet regularly with the Project READY Project Director, staff, educators (including superintendent, Master and Mentor
Teachers, principals, assistant principals, school administrators and staff) as well as conduct quarterly reviews and
produce summative semi-annual and annual reports. The Project Director and the evaluator will review evaluation data
quarterly and based on the results, and provide recommendations for continuous improvement. References: Leaders for
Productive Schools, Authars: Joseph Murphy, Stephen Eiliott, Ellen Goldring, & Andrew Porter, /ternational
Encyclopedia of Education (3rd ed.}, 2010.Daley, G., and Kim, L. {2010). A teacher evaluation system that works. NIET
Working Paper. Santa Monica, CA: The National Institute for Excellence in Teaching Downing, S.M., & Haladyna, T.M.
(Eds.) (2006). Handbook of test development. Mahwah, NJ: Lawrence Erlbaum Associates, 2006, p445.
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Instructional plannmg perlods (known as common plannmg time) or collabgrative mesting time for grade lavel, subject or
interdisciplinary teams has increasingly been considered a crucial part of school improvement. Research suggests that
sufficient, scheduled planning time is essentlal for these teams to be effective. Collaborative teams, in which teachers
share planning time and a commeon group of students, have been correlated with better school culture, more effective
parent communication, high student achlevement, and increased teacher motivation and job satisfaction. There is also
good reason to believe that joint planning time is also critical for building the type of professional learning communilty that
schools aspire to achleve. Richard DuFour (2004) characterizes collaborative professional leaming communitles as
groups of educators who “work together to analyze and Improve their classroom practice...engaging in an ongolng cycle
of questlons that promote deep team learning”

To enhance collaboration among teachers, each campus of Texans Can —Project READY will offer two 60-minute
instructlonal planning periods per week to hold collaborative meetings. These Instructional planning periods or
collaborative meetings wlll be imbedded within a school day. The planning period and/or collaborative planning meetings
will be grouped by grade level and/or core subject areas - for example, Mathematics, Science, English Language Arts,
and Social Sclence. During the collaborative meeting time, students wlll be engaged in project-based enrichment
activitles led by substltutes or teacher asslstants. During these collaborative planning meetings teachers will be afforded
the time to discuss and resolve curricular issues, coordinate lessons, and locate common “problem spots” {i.e. e., areas
in the grade level curriculum that tend to cause problems for students). This time wiil also be used to generate high-
quality explanations for terms in mathematics and science that are sometimes difficult to expialn, to determine key
academics language necessary for success In that grade’s curricula, and to generate useful examples for lessons In
reading comprehenslon, vocabulary, literary analysis, math problem solving and others.

Teachers in each collaborative wlll meet twice a week to focus on pedagogical Instructional practices as determined by
analysis of formative and summative student assessments allgned with STAAR-EQC and course grades. Each
collaborative group will be empowered to study student data, sharpen curriculum, and support each other's efforts to
teach effectively. Durlng these insfructional planning periods, the principals, assistant principals, Master Teacher,
mentors, project staff, and other teachers will examine student work and outcome data to assess students' needs and
identify Instructional and other pedagogical strategies for students, in accordance with the School Improvement Plans.
On an annual basls, the princlpal, in collaboratlon with Master Teachers, Mentor Teachers, adminlstrators, schoal staff,
and parents will develop a Schoaol Improvement Plan for enhancing and strengthen learning based on student
achievement results. The plan will include specific goals to guide collaborative groups throughout the year along with
benchmark and formative assessments to monitor success. Additionally, the Master and Mentor Teachers of each
campus will meet weekly to determine which strategies and skills to emphasize in order to increase students' literacy
and academic achlevement. Strategles willl be field-tested with students at different grade levels before they are shared
with other teachers. The collaborative group meetings wlll also serve to provide recurring peer training opportunities to
teachers to help identify best practices, demonstrate the effectiveness of new strategles, and model those strategies
with other teachers. Master and Mentor Teachers will provide team teaching, classroom demonstrations, and feedback
as part of pre- and post-conferences, to help Improve their colleagues' teaching.

To ensure instructlonal planning periods or collaborative meetings are effective and beneficial to all Involved the
followlng structured principals and guldelines will be prescribed for the district and each campus:

For District: 1). Ensure adequate teacher planning time by modifying class schedule, adding schools days, adjusting
length of the school day, medifying release time, block scheduls, etc. ( Finding Time for Training and Collaboration,
2003); 2). Allocate resources to support planning time for teachers and teams (Miles & Frank, 2008); 3). Offer
professional development to support Instructlonal planning (Herman, Dawson, Dee, & Darwin, 2008); 4). Develop or
acquire tools to help teachers’ teams to productively discuss currlcula, Instruction and students' progress (Oxley, 2007);
5). Set expectations for routine teacher collaboration, analysis, evaluation and experimentation (Little, 1982); and 6).
Restructure budgets so that funds are provided for teacher collaborative planning time.
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For School: 1). Establish clear expectations for the work products developed during collaborative planning time
(Kassissleh & Barton, 2009}; 2). Prepare agenda for collaborative planning time so that time used efficiently (Kassissleh
& Barton, 2009); 3). Organize the instructlonal schedule to Include sustained time for team collaboration {McLaughlin &
Talbert, 1993; Kassissleh & Barton, 2009); 4). Utllize other teachers, the princlpal, aides, or parent volunteers to free
teachers to participate In collaborative meetings (Prager, 2002); 5). Create weekly schedules for planning time that
specifies the purpose (Prager, 2002); 6}, Offer relevant professional development for grade level, subject or
interdisclplinary teams {(Herman, Dawson, Dee, & Darwin, 2008), and 7). Include teacher leaders in leading and
organizing collaborative planning time (Little 1982).

To foster collaboratlon among teachers and adminlstrators among all campuses of Texans Can, the Project Director,
with support from each school's principal, wlll establish a peer review pracess through which Campus Leadership Team
members of each campus will work In partnership with each other to review, discuss, share, and replicate effective
pedagogical strategies. The focus will be on fostering replication of effectlve instructional practices, professlonal
collaboration, ongoing professlonal growth and Improvement, and supporting high student achlevement. The review
process will be held quarteriy and will be enabled though videoconferencing technology avallable at all the campuses of
Texans Can. During the peer review meetings, members of the Campus Leadership Team will analyze school-wide
student achlevement data, TalentEd Suite reports, and share effectlve instructional strategies, challenges,
accomplishments, and lessons learned related to student engagement, project-based learning, and assessment tools.
The Project Director and the Lead Master/Instructional Teacher will overses the peer ravlew activities. Unlts of instruction
that are approved at both the school level and consortium lavel (all campuses of Texans Can) through the peer review
process will be published on the project web slte so that teachers can benefit from each other's high-quality work.

Collaboratlon resources and tools will also be avallable for teachers and administrators. Resources will include video
examples of model classrooms and teachers performing at all levels of proficlency on the TalentEd Skills and
Performance Standards rubric; a resource exchange containing assessment tools, lessons plans, and curricula, each
rated for quallty and usefulness; and expert biogs, communities, and onilne courses (available through University of
North Texas of Dallas) specifically designed to meet the needs of teachers and adminlstrators. Additionally, teachers
and administrators will have access to online TalentEd Perform activity manuals, lesson plans, toolklts, and training
modules that include a collection of foundatlonal tools, assessments, trackers, templates, and other Instructional
planning materials that are rigorous and standards-aligned and can be accessed according to grade and subject.

To facllitate ongoing communication among teachers, the Project Director with the support of the Lead Master/
Instructional Teacher will also hold monthly meetings with the Principal, Asslstant Princlpals and the Campus Leadershlp
Team of each campus to ensure fidellty of project Implementatlon, deploy project components, ensure professlonal
development training and student/project particlpant data collection is on schedule, and foster continuous improvement.
At each campus-level, the Princlpal, and Lead Master/Instructional Teachers will communicate with the Campus
Leadership Team and other teachers and staff through weekly meetings to provide updates on project.
accomplishments, challenges, and lessons learned, and seek suggestions to adjust project activities and managemant
as appropriate.

References: Cook, C. M., & Faulkner, S. A. (2009, April). The use of common planning time: A case sfudy of two
Kentucky Schools to Watch; Annenberg Institute for School Reform. (2004). Professlonal Learning Communities:
Professional Development Strategies That Improve Instruction: Kassissleh, J., and Barton, R. (2008). The Top Prlority:
Teacher Learning. Principal Leadershlp, 9 (7): 22-26; Middle Level Education Research Special Interest Group. (2007).
Key Research Findings Related to the Impact of Common Planning Time: and Lieberman, A. and Pointer-Mace, D.
(2010). Making Practice Public: Teacher Learning in the 21st Century. Journal of Teacher Educatlon, 61(1-2):77-88.
Thousand Oaks, CA Sage.
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Based on classroom observatlons data, student academic data, survey feedback, and teacher reflections, Texans Can -
Project READY, in partnership with TalentEd, Teach for America trainers and facully from the University of North Texas
at Dallas (UNTD) will provide two-week Summer Institutes, 20 hours of annual tralning and year-round follow-up
assistance to first year, new, tenured and Master Teachers at each campus. Training will Include use of effective
pedagogical instructlonal strategies, techniques on how to foster project-based, cooperative laarning In classrooms and
on how to infuse them Into existing core curricula. Tralning by both Teach for America and UNTD will center on
experiential classroom learning; core Instructional, classroom management, content, and pedagogical knowledge; robust
performance support tools; and observatlons of excellent teaching. In addition, particlpants will receive extensive support
and feadback on thelr teaching from alumni, advisors and staff of Teach For America as well as from other veteran
teachers. Particlpants will also benefit from Interactive courses, refiection sessions, lesson planning, and currlculum
clinlcs led primarily by our highest-performing alumni. Marzano, Waters, & McNulty (2005) found that teachers and
adminlstrators who had participated In problem-based experientlal programs were more likely to retain knowledge and
know how to apply it appropriately. In addltlon, all sessions will be specifically aligned to TEKS, TEKS Resource
System, STAAR and TalentEd Perform Skills and Knowledge Standards.,

Teachers and administrators will also gain ongolng access to high quality learning and assessment resources by the
TalentEd System Tralning Cloud. The TalentEd System Training Cloud Is an Interactive Web tool that provides
indlvidualized TalentEd tralnings and support. All teachers including first year, new, and Mentor and Master Teachers,
along with campus and district leaders, will have real-time access to the latest TalentEd tralnings that they can
download, review and deliver to teachers to improve Instructlon. The TalentEd Cloud includes: 1) TalentEd Strategies
Library with more than 150 proven teacher- and student-centered strategies gathered from TalentEd teachers across the
country. All of the strategles are complete with accompanying documents needed for effective implementation; 2)
TalentEd Video Llbrary - a coilection of more than 120 hours of professionally filmed classroom lessons, pre- and post-
conferences, collaborative group meetings, leadership team meetings, and other TalentEd footage designed to Improve
performance on each of the TalentEd Instructionai Rubric Indicators; 3) TalentEd Documents — provide quick access to
sample collaborative meeting records, long-range plans, leadershlp team meeting logs, and many other publications; 4)
TalentEd Tralning Modules inciude Interactive and user-directed video tralning on toplcs that can be used to enhance
TalentEd implementation such as coilaboratlve group meetings, leadership team meetings, field testing and the TalentEd
rubric; and 5) TalentEd Summer Institute Trainings - video cllps and associated materials from Natlonal tralning sesslons
are available in this sectlon of the cloud. TalentEd wlll provide teachers with a system of professional development that
is ongolng, job-embedded, collaborative, and student-centered, led by expert instructors, and driven by results from
classroom observations and analysis of student work. As the school year begins every year, teachers will also
participate in professional development sessions almed to help them understand the TalentEd Perform evaluation
system, including the TalentEd Skills and Knowiedge Standards and Its evaluation rubrics.

The Campus Leadershlp Team In each campus will receive training on the TalentEd Perform system (provided by
TalentEd), which will include detalled explanatlion, research, and practice of the four elements of the TalentEd Perform
System, to Introduce particlpants to TalentEd collaboratlve group professional growth activities, and introduce the
TalentEd Perform Teacher Performance-Based Compensation and Instructlonally Focused Accountability Systems. The
second phase of this training wili include the Project Director, Lead Master/Instructlonal Teacher, principals, asslstant
principals, campus Master Teachers, and Mentor Teachers on how to use the TalentEd Perform Instructlonal Rubrics for
evaluation and as professlonal growth tools to enhance teachers' instructional skills. The third phase will be an In-depth
tralning on the operations of an effectlve Campus Leadership Team and the collaboratlve group. During the fourth
phase, particlpants will sharpen their skllls with the TalentEd Perform Observational Rubrics to accurately analyze and
rate classroom lessons and classroom environments, and plan for instructional conferences that reinforce and refine
teacher skills in impiementlng instruction and estabilshing productive classroom environments. Master teachers,
mentors, and administrators who successfully complete the TalentEd Perform system training will be certified by
TalentEd as observers and endorsed by the princlpals and the Superintendent. To enhance Instructlon and increase
student academlc achievement across core content areas, teachers will recelve ongoing training and follow-up
assistance throughout the year from exlsting curriculum speclalists of Texans Can In, Feuersteln's Instrumental
Enrichment (FIE) Programs, Thinklng through Reading Across the Curriculum, Integrating Effectlve Pedagogical
Instructional Strategles, Facilitating Successful Collaborative Planning Meetings, etc. Severai research reports indicate
strong positive results of these programs in enhancing the academic, reading, analytical, social, numerical and
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behavloral skills of particlpating students in a varlety of academic and nonacademlc areas (See Savell, Towhig, Douglas,
1986: Burden, 1999: Adams 2009). Based on ongolng assessment of student strengths and weaknesses, the FIE
program has been proven to address deficiencies In fundamental thinking skills, and provide students with the concepts,
skllls, strategies, operations and techniques necessary to functlon as independent learners. Thinking Through Reading
Across the Curriculum are structured programs that enhance and Improve reading fluency and comprehension as well
as students’ meta-cognitlon and abillty to read for Information within and across content areas. In additlon, Inspired by
Bloom's Taxonomy and Carol Tomlinson's work, teachers will receive tralning (provided by UNTD, and Lead Master/
Instructlonal Teacher) on how to provide differentiated Instruction that will Involve more Individuallzed Instructlon tailored
to the unlque needs of the Individual student. UNTD, Texans Can Administrative team and Lead Master/ Instructlonal
Teacher will also utllize the proven Baldrige Framework - Measuring What Matters curriculum aligned to Texas' TEKS
Resource System curriculum to assist teachers and administrators of each campus on ways to assess instructional
goals and use data from these assessments to Improve classroom Instruction. They will also provide year-round
asslstance to teachers and administrators on ways to incorporate project-based learning methods in instruction;
including opportunities for teachers to practice skills necessary to build professional learning communitles, and
effectively communicate and collaborate with parents and other stakeholders in the school and community.

At the end of each school year, the Project Director, Independent evaluator, and the Campus Leadership Team will
evaluate their progress and perform a needs assessment of thelr professional development. This team will also select
and develop further professlonal development opportunities based on student and teacher needs.

To gulde teachers’ professional growth and provide them with multiple career paths, the Princlpal of each campus and
the Lead Master/ Instructional Teacher will assist teachers (tenured, first year, new, Mentor, and Master Teachers) to
develop an “Individual Professlonal Growth and Incentive Plan.” The plans willl lay out general expectations, specific
learning and career goals and activities to address each individual's growth needs in such areas as certification,
instructlon, communlcations, management, and planning. The individualized growth plans wlill become the touchstone for
career growth, mentoring, coaching, and assessing progress of teachers for bonuses, promotion, and retention. Texans
Can’'s Project READY will provide multiple career pathways for professional growth of teachers, admInistrators and non-
classroom staff, Including but not limited to teacher certification, enroliment In Master's degree programs, increased job
responslbllities, and promotion, leading to additional compensation. Furthermore, as part of the School Improvement
Plan, distrlct administrators, principals, asslstant princlpals, and Master Teachers will receive ongoing technlcai
assistance from the Project Director and Lead Master/ Instructlonal Teacher on how to empower teachers and staff to: 1)
improve teaching (responsive pedagogy) in order to prepare students for college; 2) use data and technology in
instruction that prepare students to think critically (video streaming, STEM applicatlons, web-based learning); and 3)
promote Increased access to college via increased rigor and responsive research-based pedagogical practices
(coaching, modeling, classrcom delivery, assessment, and feedback). Teachers will also receive individualized
capacity building support In their classrooms from Master Teachers and mentors. This support will be based on the
needs of the teacher and their students and will inciude cngoing assistance and guidance on lesson planning and
instructlon strategy modeling In a teacher’s classroom by Master and Mentor Teachers. To support princlpals’
professional growth as they take on the challenges assoclated with their role, each principal of Texans Can will receive
professional development opportunities that include: 1) An annual two-day summer retreat, which will feature planning
and simulation activities that train principals to establish/maintain a performance based cuiture within thelr campus; 2) A
retlred princlpal and/or superintendent coach who will provide weekly coaching driven by professional goals; 3) Courses
(provided by Universlty of North Texas of Dallas) that wlll support development In specific areas related to instructional
improvement and leadership - aligned with TEKS, STAAR, TalentEd Perform, and Interstate School Leaders Licensure
Consortlum (ISLLC} standards; 4) Monthly videoconference discussion meetings among other princlpals, asslstant
principals, administrators, staff, and Master Teachers on toplcs such as: Culture & Climate, Time Management &
Delegation, Meeting Facllitation, Declsion Making, Supervision; and Formative Assessment; and 5) Monthly sessions
between Project staff, school leaders, Master and Mentor Teachers related to operatlonal toplcs at each campuses. The
Project Director and Lead Master/ Instructional Teacher will drive the planning and simulation exercises at the annual
summer retreat through a series of video simulations to grow each participant's capabilities in leadership, management
and decision-making. Appropriate video sequences wlii be utllized to place participants in direct decision-making virtual
roles about management and crisis Issues, personnel, student and parent concerns, budget, community feedback and
other real-life issues that princlpals generally face. At the conclusion of these sessions, participants get a thorough
assessment of thelr strengths and weaknesses as evaluated by Texans Can adminlstrators and UNTD educational
leadership and faculty. Lastly, trainlng will be required for each mentor before they are palred with a mentee/teacher. As
aforementioned, mentors will be required to complete a comprehensive training that includes effective strategies for
needs analysis, self-development, assessment, reflection, communication, and feadback.
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A performance based cornpensation systern is |deally sulted to meet the needs of Texans Can campuses by providing
opportunities to support educators in high need academic areas, increase teachers’ pedagoglcal growth and student
acaderic achlevernent, and Increase recruitment and retentlon of highly qualified educators, by promating the pursuit
of advanced degrees, multiple certifications, and the cultivation of a district-wide plan of growing its own teachers and
administrators. Project READY will implement a performance-based and differentiated compensation plan — TalentEd
Perform adapted from the proven Texas TAP system. It will add to the current salary schedule, not replace It.
Differentlated weightage for performance-based bonuses/pay: TalentEd Perform recognizes Instructional
performance and student learning growth with differentiated compensation performance bonuses. The TalentEd
Perform model provides incentives for teachers based on three components;

1. Teacher Classrogm Performance - This is an annual average of the scores based a & point scale on the praven
TalentEd Perform Skills and Knowledge Standards received by the teacher from classroom observations during
the year. It is also an average of the 15 instructional rubric domains and seven responsibility indicators In the
TalentEd Perform rubric. A score of 3.0 represents proficlent performance that still has room for improvement. A
score of 4.0 or above relates to belng highly effective;

2. Student Classroom value-added scores - This is a whole number from 1 to 5, refiecting the achievement growth
of the teachers’ classroom students during one school year;

3. Schooi-wide vaiue-added scores: This Is a whole number from 1 to 5, reflecting the achievement growth of all
students in the school In tested grades and subjects.

In regards to value-added scores, teachers who perform 1 standard error above the average galn recelve a score of 4,
and those who perform 2 standard errors above the average gain receive a score of 5. Similarly, teachers that score 1
standard error beiow the average gain receive a score of 2, and those perform 2 standard errors below the average galn
receive a score of 1. Utllizing the above three categorles, Project READY willl use the followlng welghtage to
determine differentiated compensatlon performance bonuses for teachers, Master and Mentor Teachers, non-
classroom teachers without state STAAR scores (librarian, tech., P.E. etc.), principals, other administrators, etc.

Teachers who teach Value-Added Classes-STAAR tested subjects:

* Teacher Classroom Performance (50%);
« Student Classroom value-added scores (30%);
¢ School-wide value-added scores (20%); and

Teachers without Value-Added Classes STAAR tested subjects:
¢ Teacher Classroom Performance (50%}),

» School-wide value-added scores (50%); and

Principal and Assistant Princlpal(s} performance pay system Includes two distinct measures:

s School-wide value-added scores (50%});
* Performance based evaluatlon scores utilizing VAL-ED (50%).

Other admin|strative and supportive staff:

+ Individual performance targets (i.e., leadership qualities, facilitating effective professional development,
ieading Instructional planning period, etc.) established by the princlpal (or hls or her supervisor) at the
beginning of each year (50%);

s  School-wide value-added scores (50%).

Eliglbliity: To be considered ellglble for differentlated compensatlon performance-based bonuses/pay:

Classroom Performance TalentEd Performance Standard Score:

» For teachers (excluding Master Teachers), a minlmum score of 3 (max. score = 5.0) will be required;
* For Master Teachers, a minlmum score of 3.5 on a 5-point scale Is required;
Student Classroom Value-added Score:
» For teachers {(excluding Master Teachers), a minlmum score of 3.0 (max. score = 5.0) will be required;
s For Master Teachers, a minlmum score of 3.5 on a 5-point scale is required;
School-wide Value-added Score:
»  For teachers {excluding Master Teachers), a minimum score of 3.0 (max. score = 5.0) will be requlred;
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» For Master Teachers, a minimum score of 3.5 on a 5-point scale Is requlred;
For principals and asslstant principais, a score of 4.0 (highly effectlve) on a 5-point scale of VAL-ED, and a school-wide
value-added score of 3.0 is required to be ellglble to recelve a bonus. Administrator pay will be allotted from other funds.
Utillzing the criteria mentioned above, evaluation data will be welghed according to the percentages mentioned above to
determine the final score of teachers, administrators, and staff. A total of $347,900 in Year 1 and Year 2 for a grand total
of $695,800 has been included in the budget for differentlated compensatlon performance-based incentives/bonuses for
teachers and other staff. The performance pay for teachers will be up to $3,000 per year, and the performance-based
bonus/pay for non-classroom teachers and staff will be up to $1,500 per year. However, based on the overall annual
value-added and weighted scores educators, could receive partial or no performance bonus/pay due to the evaluation.
Princlpal, assistant principal and other related administrator personnel will also be eligible to receive differentiated
compensation performance-based bonuses/pay related to the progress illustrated above. However, the differentiated
compensatlon performance pay for administrators will be allotted from other district funds and used as leveraged
resources towards TEA's EEIP funds. The performance pay for princlpals will be up to $3,000 per year, and the
performance-based bonus/pay for assistant principal and other related administrative personnel will be up $2,500 per
year. Thare has been widespread support of Project READY and for the value-added approach of differentiated
compensation performance-based bonuses/pay among the teachers and administrators of Texans Can. Texans Can
has a compensation system to reward teachers based on thelr credentlals and level of experience. For instance, certified
teachers teaching critical areas such as sclence, math, etc. recelve supplemental pay up to $2,000. Supplementary pay
for non-certified teachers ranges from $1,200 (for math and science) to $800 (for ESL and Foreign Language teachers).
However, there has been serious dlscussions and support during the past two years among the teachers and
adminlistrators about the significance of reward and compensation systems belng merit-based. Based on unanimous
support of campus teachers and adminlstrators gathered on a survey administered by the Texans Can adminlstration
team during the planning stages and development of this grant application, a majority of teachers and admInlstrators
(99%}) believe that the proposed value-added approach (TalentEd) will complement observational measures, student
and parent feedback, and personal reflectlons on teaching far better than the traditional systems being implemented.
Teachers and administrators of Texans Can now belleve that with TalentEd Perform they stand to gain from the
proposed performance-based and differentiated pay if they could see the performance placed In context of value-added
measures and analysls. Many believe that the combination of classroom observations data, student classroom value-
added growth data, and school-wide value-added growth data can be used to help guide resources to where they are
needed most, to identify teachers’ strengths and weaknesses, and to highlight the critical role of teachers in learning.
TalentEd Perform career path is designed to also enable Instructional leadership to be shared among the campus
principal, Master and Mentor Teachers. TalentEd Perform also creates the opportunity for teachers to take on new and
expanded rolas in evaluation, professional development, and instructional support with commensurate compensation. In
concert with this element of TalentEd Perform, Project READY willl enable good teachers to move up to a variety of
teaching positions, Including Mentor and Master Teacher—depending upon their Interests, abllities, and
accomplishments, As they move up the career ladder, thelr roles, and responsibillties increase as does their
compensation. Master and Mentor Teachers willl play an integral role In Project READY by providing effective classroom
observatlon, critical support and modeling of teaching practices on an ongolng basls. The roles of Master and Mentor
Teachers support professional advancement for teachers without the teachers having to “leave the classroom.” Texans
Can will reward teachers for remaining in the classroom while taklng on additional respensibiiities and leadership roies
as Master and Mentor Teachers. Master Teachers are in the top-ranked teaching posltions and will serve as Instructional
leaders to the faculty, overseeing teacher professional development, facilitating currlcilum and assessment planning,
conducting teacher evaluations, team-teaching, providing demonstration lessons, and conducting teacher evaluations.
Mentor Teachers wili provide day-to-day coaching and mentoring to groups of teachers, collaborating with Master
Teachers to construct benchmark lessons, and model effective instructlonal practices. Therefore, teachers selected as
Master and Mentor Teachers, or staff who take on more responsibliities, wlll recelve a salary augmentation pay of which
Texans Can has budgeted $202,000 per year. Master and Mentor Teachers, and others selected for additional
responsibilitles will sign a contract addendum outlining their added rolesiresponsibilities, additional work days, and salary
augmentations. For example, Master and Mentor Teachers wlll recelve an addltlonal annual salary augmentatlon of
$7,000 and $4,500, respectively. Texans Can offers competltive salarles and benefits to highly qualified and promlsing
teachers. Most of the students at the Texans Can campuses are high-risk and high-need students and, consequently, It
has been a chalienge to recrult and retain effective teachers and educators. Texans Can believes that highly-effective
teachers can be attracted to high-need schools, if additlonal opportunitles for compensatlon are provided for recrultment,
retention, recognltion and added responsibillties for effective teachers. To that effect, Texans Can has budget $38,000
for Year 1 and Year 2 for recognltlon incentlves, slgn-on bonuses for first year and new teachers, and for retention

packages which could Include consldering matching the pay offered to those teachers by competitors.
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Texans Can strives to recrult a talented and dlverse team of educators Teachers and school Ieaders who share raclal
and/or socloeconomic backgrounds with our students are poised to be especially effective role models, and bring an
important perspectlve to school teams that enhances sensltivity and cultural competence. Concerted efforts are made to
create an Incluslve working environment in order to attract talented people from all backgrounds—regardless of race,
rellgion, ethnliclty, sexual orlentatlon, age and sex. Our students are best served by a team that represents the
community for which our students are belng prepared. Therefore, Texans Can belleves that strong programs of
recrultment and hiring effective and qualified teachers are necessary to maintain and enhance the teaching professlon
within its instltution, particularly employing educators in thelr difficult-to-fill schools with historically high minority
populations and low-student achlevement. As illustrated In the need sectlon Texans Can, as many schools in the natlon
has a difficult time recruiting, hiring and placing the best, talented and most capable teachers and educators — elther
from withln or outside the district. Due to the fact that each school has its own particular challenges In recrulting effective
teachers and educators over the years, Texans Can’s goal has been to allow more autonomy to school leaders, working
with their personnel subcommittees, to recrult, hire and place teachers. While, autonomy Is afforded to school leaders,
Texans Can does have employment principles and policies that must be followed. For example, job requests and
descriptions must be submitted In a timely manner, receive prior approval, execute Internal and external recrultment
efforts simultaneously, hire the most qualified candidate, and adhere to all equal access and non-discrimination
employment policles, etc.).

Recrultment and Hirlng Process: Texans Can's hiring process begins wlith revlewing the budget, securing the
resources, and assessing current and potentlai vacancies due to — Increased student enroliment, new funded projects,
retirements, resignations or unplanned dismissals. Prior to moving forward, the Principal and Superintendent review
current vacancles and determine whether to recommend filling the positlon by promoting a qualified employee within the
district. If it is declded not to promote from within, then a subcommittee Is subsequently formed for each unlque position,
The subcommittee conslst of no less than five qualified members that Includes the princlpal, a district representatlve and
other mambers (teacher, counselor, assistant principal, non-classroom staff, speclal education personnel, board
member, parent, community, state or government representative, etc.) which Is based on each position. Once the
subcommittes Is formed, the first meeting involves reviewing, modifylng and/or developing the job description,
qualifications (based Texans Can's policies), salary scale, and formally forwardIng the request to Human Resources for
approval and posting. During this meeting the subcommittee discusses recruiting efforts, venues (in-state and out-state)
to post vacancies, based on required qualificatlons (bllingual, STEM focus, required degree, etc. ), timellnes, recruitment
budget, and hiring incentives to attract the most qualified, committed and effective educatars. Texans Can then posts the
posltlon(s) internally and externally for 20 days in various In-and-out of state venues (principai office, district office,
weabpage, televislon, Unlvision, radlo, newspaper, American Job Centers, Monster.com, Career bullder.com, universitles,
public board meetings, Craigslist, Face book, Twitter, etc.). Postings Include special instruction informing candidates of
potential hiring Incentives based on but not limlted to the Individual’s professlon, qualificatlons, degrees, certifications,
axperlence, abilities, college GPA, awards, etc. Early hiring practlces are constantiy applied but vary from school-to-
school based on the need, vacancy, workforce preferred and the subcommittees’ input. For Instance, Texans Can's
philosophy Is to move hirlng timelines as early as posslble (February, March or Aprll) to recrult, attract and hire the best
teachers possible. Dolng so, affords us the opportunity to attract top talent and places us In a stronger positlon to recruit
and hlre a diverse pool of educators who will help strengthen every school. “Plus, this process makes us more
competltlve and hiring early means that new hires are able to attend professional development sessions and spend as
much time on campus as they can before the start of the school year.” Research shows that teachers hired early in the
spring are more effective In the classroom than those hired in late summer (Harrls, D. & Sass, T. (2011). Teacher
training, teacher quallty, and student achlevement. Journal of Public Economics, 95, 798-812.) In fact, Texans Can
schools are able to move hiring timelines up significantly, if they are abls to quickly declde about whether or not to fill a
vacant position when a teacher leaves or retires. If the school decldes to fili the posltion, the process lllustrated above Is
immedIately applied and schools begin checking AppliTrack at least once a week to identify potential candldates.
Utillzng research-based assassments (TeacherFlt, JodFlt, AdminFit) AppliTrack is the leading all-in-one recruiting and
hiring solution serving thousands of schools across the nation. New candidates are added to the hiring pool on a dally
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hasis. Texans Can will collaborate with AppliTrack to successfully enhance and initiate recruiting and hiring practices
early utilizing other local resources. The district's goal is to have 80% of all vacancies occupied by May 31%. Additionaliy,
early hiring practices include contacting local, regional, state or national higher education institutions (six months, one
year in advance) in advance and working with their recruitment and placement department to establish career
preparation pathways for those undergraduate and graduate students interested in pursuing a career in K-12 education
which could include hiring and relocation incentives. To dramatically increase the number of applicants early, Texans
Can also attends recruitment events, career fairs, networking sessions and develops marketing materials (i.e. brochures,
flyers, website, content, face book, craigslist, etc.) that display the school's strengths. Several schools also host “Open
House” events to introduce prospective candidates to the school and allow school personnel and subcommittee
members to evaluate multiple candidates at once. One promising ongoing method Texans Can applies and is very fond
of is developing teachers, administrators and educators from within. Texans Can supports and encourages teachers to
obtain a Masters in specific content areas (Math, Science, etc.). The Master's degree in content areas affords schoals
the opportunity to increase AP/dual enrcliment courses offered and will lead to additional teacher compensation with
these new responsibilities. Texans Can also inspires assistant principals to successfully complete an approved principal
educator preparation certification program to possess the qualifications to highly compete for principal vacancies as they
become available.

Evidence used to determine the quality of the applicant: Effective employee selection is a critical component of a
successful educational institution. Therefore, once the recruiting process is complete the hiring subcommittee convenes
and reviews each candidate’s application and resume for accuracy, qualifications, experience, employment history,
relevant training, knowledge, skills and abilities. This information is compared to the anticipated vacancy requirements to
select the best candidates for the next phase of the hiring process. The first step in preparing for candidate selection is
to *envision and define the position” (Clement, 2000) and decide on specific skills and experiences (completed prior to
the recruitment process) that a new hire would need to be successful. Once specific performance skills are identified,
the subcommittee will start the screening process early and prepare questions that will ascertain whether the candidate
has those skills and the experience in applying them. A master list of interview questions will be asked of each
candidate, in the same order and with the same wording. Each question will possess an assessment rubric to evaluate
each response. Texans Can also incorporates behavior-based interviewing (BBI) questions also known as predictive
analytics research. Predictive analytics research is not new; The May 2012 issue of the Harvard Education Letter noted
Uplift's Education of Dallas predictive analytics show promise in helping districts match educators to the schools where
they will be most effective in teaching. This process requires the candidate to discuss past situations and problems and
how they were resolved. Based on the premise that past behavior is the best predictor of future performance, behavior-
based interviewing (predictive analytics) uses specific questions based on candidates’ skills, background, and
experience to determine the quality of the applicant and if they can do the job (Clement, M.C., Kistner, W., & Moran W,
2005). For instance, to determine if a teacher candidate uses data to drive instruction, excel at differentiation and is
effective candidates are ask to give a 30 minute sample lesson on the grade level and subject they will be working with.
An appraisal rubric is used to assess candidates’ ability to differentiate instruction. During the interview questions such
as the following are asked: Are there any resources or strategies you have used that you find are especially effective for
at-risk or GT learners? To determine how a teacher candidate goes about planning and setting goals for students
throughout the year, candidates are asked to imagine that a month of teaching has elapsed between assessments and
to share how they use assessments for developing lesson plans. After a candidate is interviewed and evaluated the
subcommittee discusses and determines which candidate(s) is best suited for the job. The name of the selected
candidate(s) is then forwarded to the Superintendent’s office after which the Superintendent invites the selected
applicant(s) for an initial interview. Once this process is complete, and If applicant is approved, the name(s) is forwarded
to Human Resources (HR) for further examination and validation of candidates’ integrity, qualifications, education,
training, experience and suitability. Human Resources then conducts a thorough investigation that includes obtaining
information from school, coliege and training institution officials, employers, placement offices, conducting a criminal
history background check, checking references and making inquiries concerning competences, general character and
citizenship. Examination of education institutions includes obtaining transcripts, validating credentials, reviewing relevant
training, attendance, committee involvement, character, etc. Reviews by HR involve validating experience, queries of
ability and professionalism to perform job duties, dependability, attendance record, past evaluation status, etc. For
teaching and other related pasitions, candidates are asked to provide a writing sample, a demo teaching lesson, lesson
plan submission, classroom observation information, student performance data activity, etc., if applicable. Once the
candidate(s) meets Texans Can expectations, the applicant is contacted, offered the position, and informed of duties,
schedule and compensation. If the offer is accepted, the Superintendent makes a recommendation to the Board of
Trustees for approval. Once approved, Texans Can forwards a formal letter to the applicant validating his or her
employment.
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Today, most advancement opportunltles in educatlon remove teachers from direct responmbll:ty of students, increase
workloads, confer llttle authority to lead peers, and either pay no more or provide temporary pay Increases. Teaching is
demanding and complex In nature. Those individuals who make teaching a lifelong career, under the right
circumstances, become much better at it over time. However, a significant challenge retalning effectlve teachers has
been finding ways to offer teachers satlsfying career paths that allow them to take on significant roles and
responsibllitles and earn higher salaries without leaving the classrooms. Teachers long for opportunities that recognize
their talents and allow them to contribute to transforming thelr schools Into more effective centers for learning. Moreover,
teachers who may have interest in moving to an administrative role would benefit from multiple career pathways that
allow them cultivate thelr skllls over time while still serving as effective teachers.

Texans Can believes this is most likely to happen when teachers receive good feedback and guldance about thelr
performance tied to meaningful opportunities to improve, advance and receive incentives. As their skills evolve over a
well-defined continuum of growth, teachers must be offered challenging and Interesting career paths and professlonal
opportunities to use thelr expertlse in a variety of interesting roles (Master or Mentor Teacher, coaching, instructional
planning period, classroom observation, leading pedagogical training, etc.) At the same time, they must be offered
competitive and falr compensation, recognizing the worth of thelr contributlons to the profession, schools and students.
Drawing on lessons learmed as well as a solid body of research and including educators throughout the development
and design of Project READY, Texans Can will enhance its current career pathways across all 11 schools to ensure a
comprshensive model is implemented to afford teachers the opportunity to grow, learn, communicate, model, and lead
while overall Increasing student achievement (Carlson, J. (2009). A-Path or Accomplished Teaching Pathways). Texans
Can has endorsed the proven Achisvement Flrst (AF) Teacher Career Pathway model which is a systematic,
coordinated approach to recognizing and developing great teachers as they prograss through five career stages: intern,
new teacher, teacher, senior teacher and Master Teacher. These stages were deveioped to celebrate excellent teachers
and are accompanied by increased compensatlon, recognition and professlonal growth opportunities. Texans Can also
wants to assure excellent teachers who decide to stay in the classroom are still able to progress in thelr careers and
have opportunitles and recognition corresponding with their Increasing effectiveness. Overall, Texans Can's career
pathways focus is to improve student learning and student academic performance, particularly for its large low-income,
at-risk, minorlty and low-achisving student populatlon. Through Project READY, Texans Can wili ensure all teachers
have equal access to develop, eam recognition and recelve compensation. Additionally, and In order to continue the
momentum of teacher collaboration, support, feedback and buy-in, Texans Can through Project READY will establish a
Teacher Advisory Councli (TAC) that will conslst of two teachers from each campus, selected randomly by the
principal. Facilltated by the Project Director, the TAC will meet every slx weeks and play a critical role In advising the
Project Director on career pathways design, dellvery, activities, status, progress, compensation, and evaluation methods
for continuous improvement. Texans Can career pathways goal is to develop quallty teachers that are highly effective,
motlvated, excited and passionate about Increasing student performance while creating a personallzed leaming culture.
The proposed career pathways consist of a variety of methods for teachers to engage in additional opportunities for
advancement through added responslbilities and achievemenits that include compensation. As illustrated in the budget,
Texans Can has allocated sufficient resources to offer incentives, stipends, additlonal salary and increased
compensatlon for teachers willing to bacome a Master and Mentor Teacher, instructional coach, classroom observer,
lead instructlonal collaborative planning periods and guide pedagoglcal capacity building activities. Additionally,
resources have baen allotted for teachers who increase student achlevement and demonstrate the delivery of new
effective pedagogical Instructlonal strategles within the classroom.

From day one of employment, ali first year and new teachers (1-3 years of experience) are asslgned an Individuai
mentor/coach (veteran teacher/educator) to receive support and guldance. Throughout the year, first year and new
teachars will coordinate five formal meetings with their assigned mentor/coach to reflect on their developmental stages
as a teacher and to acquire and process feedback In a supportlve setting conducive to growth. Additlonally, building on
existing support and development structures, Texans Can through Project READY will enhance its capacity building
actlvities throughout the year to all teachers including first-year and new teachers by offering ongoing teacher training,
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school-wide professional development, Friday professional development, winter, spring and summer institutes, online
technical guldance, support and professional develapment, Individual coaching and content tralning. Additionally, all
teachers wlll be required to develop an annual Indlvidual Professlonal Growth and Incentive Plan {(IPGiP} that will
include goal-setting (August-September), mld-year check-in (January-February) and end-of-the year examinatlon (May-
June) with campus principals or assistant principals to receive and process feedback to Increase opportunities for
learning and professlonal growth.

Allgned with the IPGIP, Texans Can Project READY staff will collaborate with campus princlpals and asslstant princlpals
to davelap an unbiased method of selecting the most qualified, experienced, committed and effective lead teachers that
will be charged with year-round added responsibillties as either a Master Teacher, mentor, coach, campus leader,
classroom observer or professional development trainer. Highly-effectlve teachers selected as a Master Teacher within
each campus will be compensated up to $7,000 for engaging In additlonal responsibllities. These Master Teachers will
collaborate with campus princlpals to ensure all students are learning from effective teachers that demonstrate mastery
in thelr professional content. Teachers selected at this capacity for Project READY will possess a Master's degree in a
specific core content area (Math, Science, etc.), have taught In a high school setting for over five years, and have
demonstrated experlence and capacity in:1). Creating an atmosphere, an environment, and an attltude for learning; 2).
Establishing a reason for students to learn; 3). Training students how to learn; 4). Inspiring students to achieve; 5).
Establlshing accountabllity for learning; 6). Continually checking learning gains; and 7). Celebrating new learning. Master
Teachers primarlly become the role model for all students in the classroom. Master Teachers will have a reduced class
schedule and work with core content teachers in sharing effectlve pedagogical Instructional strategles, lessans and
materials, modeling for peers, coaching, conducting classroom observatlons, providing leadership and feedback, and
leading professional development training to both teachers and adminlstrators.

In additlon, teacher mentoring programs are perceived as an effactive staff development approach for teachers. By
establishing teacher mentoring programs, the district serves three important purposes: teachers are given a strong start
at the beginning of thelr careers, veteran teachers learn new skllls and experlenced classroom teachers serving as
mentors recelve recognlition and incentlves (Ingersoll, R.M., & Smith, T.M. 2004). Through Project READY effective
campus teachers wlill have the oppartunity to be designated a Mentor Teacher which includes up to $4,500 in addltional
pay for added responsibilities. Project READY Mentor Teachers will be required to have the followlng qualifications: 1)
Be a tenured teacher (teach at the same high school for three consecutive years with satisfactory performance), 2) Have
three years of teaching experlence in the same subject In a high-schoal setting, and 3) Particlpated in mentor training
Including sffective teaching and peer coaching tralning and received high evaluatlon ratings. Additionally, mentors must
be trustworthy, nurturing, have integrity, confidentiai and positive. Once mentors have been selected the next Important
factor Is matching mentors with mentees which will require a desire from both parties to be successful. Ta match
mentors with mentees, Texans Can will revlew personal and professlonal traits, gender, common ethnlc, raclal, culture,
slmilarities of classroom and work assignments, educational background, age, interest, etc. Mentor Teachers'
responslbilitles will include providing mentees/teachers with guldance on strong lesson planning and classroom
management, asslstance and support in making professional declsions, facilitating opportunities to observe experienced
teachers, modeling effectlve teaching skills and practices, providing cognitive coaching, gulding the utillzation of using
data to Improve teaching and learning and leading the instructlonal planning period. |n addition, to providing extra
compensation to teachers selected as Master and Mentor Teachers for added responsibilities as dellneated above,
Texans Can Project READY will offer incentlve pay to teachers tralned on provlding effective classroom observation,
evaluation and feedback, providing effectlve pedagoglcal professlonal development to teachers, administrators and
educators, and leading effective Instructional collaborative planning periods (common planning time) and capacity
bullding across comman core content grade levels. Regular collaborative common planning time will allow teachers to
plan ways to Integrate the curriculum, analyze assessment data, examline student work, discuss current research, and
refiect on the effectiveness of Instructional approaches being used as well as planning time to address management
issues related to individual student and parent concerns, the day-to-day management of the team, and scheduling of
actlvitles (Cook, C. M., & Faulkner, S. A., 2009).This process will also addresses the need for teachers to have greater
authority to make decisions that affect the educational experiences of thelr students.

Rewards for Effectiveness: Texans Can believes that, like professionals in other fields, great teachers deserve
Increased compensation and recognition as they increase their effectiveness. In order to retaln and motivate thelr
strongest teachers, Texans Can through Project READY has developed a set of rewards tied to stages of advancement
In its career pathways model. As teachers progress through the career pathways, they will experience a significant
salary increase with each stage of advancement. Teachers will also be sligible for incentives/stipends assoclated with
being a grade level classroom observer, trainer, instructlonal leader and other posltlons that require extra work for which
stipends will be avallable. In recognltion of the fact that teachers success Is three fold (classroom perfermance, school-
wlide performance and classroom observation) overall success is dependent on the success of the entire school team.
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Statutory Requirement 11: If seeking waiver — Describe the evidence used to demonstrate approval for the walver by a
vote of a majority of the educators employed at each campus for which the waiver is- soughl Response Is- llmlted to
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Statutory Requlrement 12: if seeking walver —~ Describe evidence used to demonstrate that the voting oceurred during
the school year and In a manner that ensured that all educators entitled to vote had a reasonable opportunity to
particlpate In the voting. Response is limited to space provided, front slde only. Use Arial font, no smaller than 10 point.

Click and type here to enter response.

L - ForTEA Usa Only
Changes on lhis page have been conﬁrmed with On this date:
Via teiephoneffax/emall (circle as appropriate) By TEA staff parson:
. RFA #701-14-101; SAS #181-14 Page 41 of 44

2014-2016 Educator Excellence innovation Program




%

Texas Education Agenc

Amendment # (for amendments only):
ailing the challenges th é;fé'p" licant fac

‘space provided: ly. Use . ' : A0 -
Texas public schools have failed to keep up with inflation and to respond to the growing and changing population and
Increasing expectations (Center for Public Policy 2013). Additionally, charter schools have become a substantial part of
public education in Texas. As public schools, charter schools also receive state funding. Currently, there Is a statutory
cap of 215 charter schools, with approximately 56,000 students across Texas on waiting lists to attend charter schools.
There will be several debates surrounding charter schools In the upcoming session. Review of charter school
accountabllity and defining the State's authority to close falling charter schools. Also important is how the State should
evaluate charler schools, some of which serve niche populations of students for whom there may be no formai
evaluation method. On the other hand, advocates of charter schools also want the Leglslature to conslder the allocation
of funds to maintain facillties and per student funds. Texans Can Academy Is one of the first 20 charter schools
designated by TEA in 1995, and Is like many public local, reglonal, and national schools — challenged with current
budget restraints. Currently, Texans Can operates with a totai budget of $42,454,709 to serve 10 high-need charter high
schools in five metropolitan clties (Austin, Dallas, Fort Worth, Houston and San Antonio), 213 educators and over 4,306
students annually. Of Texans Can's total operating budget, only $35,956,333 or 84% |s received from TEA and the
remaining amount $6,494,376 is recovered from local, private, and community sources {federal, state and private grants,
fund ralsing, bonds, donations, etc.), such as Title 1, 21% CCLC, golfing events, motherhood luncheons, private
donations, and corporate foundations including Cars for Kids Fund Ralsing, etc,

Consequently, the primary focus and investment of Texans Can’s limited resources are essentially marked for student
tearning, academics, text books, curriculum, instructional supplies, facilities, transportation, nutrition, safety and some
educator capacity building. Unfortunately, funding for extra-curricular, enrichment, teacher and educator profassional
development, technology, after-school initiatives, parent activitles, career recognition, advancement and merit pay
programs are overlooked. Without addltional monetary support from sources such as the TEA — Educator Excellence
Innovation Program (EEIP), Texans Can Is limlted to the opporiunities It can proposal and provide to personnel
(teachers, administrators, educators, non-classroom staff, non-subject teachers such as art, physical education, etc.), In
terms of personalized professional development, career advancement, educator appraisal systems, competitive
recruitment, hiring and retention incentives, and merit pay to help establish a strong environment where students actually
learn from highly-effectlve teachers and educators committed to their profession.

Aithough, Texans Can is proposing a number of initlatives through Project READY, as iliustrated In this proposal, these
resources are considered only as startup funds for the next four years. One of Texans Can's ongoing district-wide
strategic planning goal has been to Integrate an educator appralsal system that presents useful data for all educators to
grow professlonally while receiving recognition and differentiated compensatlon for competencies met. With the ralease
of TEA’s EEIP, this concrete funding is allgned to Texans Can's goal and is one of the maln reasons that over 211 or
99% of thelr educators responded favarably in support and “buy-in” of Project READY and Its proposed scope of work.
Planning for this Initlative has been ongoing for the last two years and all Texans Can personnel are very mindful of each
element, sanction, reward, and consequence Including the importance of responsibility a program of this magnitude
requires.

Challenges: Short of these funds, Texans Can will have limited resources to execute an aggressive and competitive
recruitment and hiring campaign to attract highly-qualified and highly-effective teachers, admInlistrators and educators for
thelr high-need charter high schools located in economically disadvantaged communitles throughout Texas with a high
number of minorities and low academically achieving students. Internally, job advancement opportunities would be
limlted, if not unavailable without additional support to encourage educators to take on added responsibilities. Retention
of promising teachers and educators would continue to linger on without these targeted funds, and in turn our students
wauld contlnue to suffer the consequence of being taught by less experlenced, unskilled, under-degreed and
unknowledgeable teachers and educators. A shortage of high-quality pedagogical professional development tralning
targeted at building the capacity of teachers and educators would occur without sufficient resources which ultimately
effects student learning and performance. The lack of sufficient merlt pay could deter a number of teachers and
educators from challenging their ability and talent of educating all students equally, particularly for our majority
population of hard-to-serve at-risk students. Last but not least, without these grant funds extaended partnerships with
prominent institutions and organizations (Teach for America, TalentED, VAL-ED, Universlty of North Texas, etc.) with the
expertise of serving educators and students would suffer and in due course isolate Texans Can students and teachers
from current educational best practices, state-of-art technology, and recent instructional trends and tralning.
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Prcuect READY’s work plan and mtegrated Umellna of activitles below, represents a thorough and thoughtful strategy of
implementing the necessary steps to meet our goals, objectlves, milestones and outcomes delineated in our proposed
educator excellence innovation plan on-time and within budget. Legend: Superintendent-SU; Project Director-PD;
Principal-PP; Partners-PR, Lead Master/ Instructional Teacher -LM, Evaluator-EV, Master/Mentor Teacher-MM
Activity Milestone Person Year 1 Year 2
Related Objective Outcome In Charge Quarter | Quarter
1123141 2] 314
Appolnt/Hire Project Director Project Director hired SuU X
Announce award of grant Schools aware and engaged PD X
Recruit project staff Staff are Intervlewed and hired PD X
Train, prepare and asslgn staff Staff tralned and assigned to schools | PD, PR Xl X X
Engage partners in an orientation Partner contracts signed PD, LM X[ X| XX X X X
Coordinate School Workshop School aware of activities/outcomes | PD, LM X X X
Planning meeting with all stakeholder Master schedule developed PD, LM XL (X [X I'X
Compile educator, student, school data Evaluators compiles data and stores | PD,EV X
Coordinate Principal meeting Criterla set - Master/Mentor teachers | PD,EV, X
Convene Guidance Council & CLT Roles, dutles and expectations set PD, LM X X X X
Recruit Campus Master/Mentor teachers | Interviewed and hired teachers PD,PP X X X
Coordinate Master/Mentor training Tralned on various evaluation tools PD, LM XX X X
Select teachers for Advisory Councll Two Teachers assigned par school PD,PP X X X
Coordinate and select teachers Master/Mentors assigned to teachers | PD,PP, LM Xl | X X
Convene Teachear Advisory Councll Roles, duties and expectatlons set PD, LM X X| X[ X X[ X X
Coordinate professlonal development Educators engage In training PD,PR X X| X X X
Coordinate peer to peer training Master/Mentor teachers engage PP, LM X X XI X X X[ X
Student portfolio Initlated Academic/College growth model set | LM X A
Recruitment and hiring methods appiied | New teachers and educators hired PD, LM,PP X X
Teacher/Educators portfolio initiated Teacher/Educater growth model set | LM X A
CoordInate educator appraisal systems TalentEd and VAL-ED engaged PD, LM,PP XIX[X{ X X X[ X
New retention and evaluation applied Educators retalned and assessed PD, LM,PP | X X X
Revlew training for new teachers New inductlon practices applied PD, LMPP | X X X
Classroom Observatlon implemented Teachers evaluated and rated LM,MM,PP XXX A XX X
Teachers Implament new pedagogy Students' academlc scores increase | LM,MM X X[ X Xj X| X
Students engage AP/dual credit courses | AP/dual credit Increase LM,MM,EV X XX XX X
Increase student SAT/ACT participation | SAT/ACT scores increase LM,MM,EV X{ X X XX
STAAR scores collected Student data analyzed and rated LM, MM, EV X X
Complle educator, student, school data Evaluators compiles post data PD,EV X X X X
Value-added calculations commence Admlnistrators review results PD,SU,PP Xi X X X
Administrators and key school staff meet | Compensation calculations finallzed | PD,SU,PP X X
DissemInation of awards announced Teachers/Educators receive award PD,SU,PP X X
End-of-the year school meeting Discuss lessons learnad and plan PD,SU,PP X X
Plan Summer Institute Educators participate in tralning PD, LM X X
Modify program design for Year 2 Program tailored to meet needs PD, LM X
Annual, Fiscal and Evaluation Report Reports completed and sentto TEA | PD,EV X X
Begin developing a guldance manual Guldance manual in process PD,EV X| X
Year 3 & 4 implemented Students' academic scores increase | PDLM XXX X XX X X
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As an ongolng practlce Texans Can seeks feedback from students parents, teachers, educators, staff, principals and
community stakeholders through annual surveys, focus group sesslons, town hall meetings, public board meetings, etc.
This feedback is assessed by senlor personnel, Board of Trustees, and varlous school and community councils as a
means to plan and recalibrate practices and work on a regular basls. In continuing down the same highly effective
collaborative course, Texans Can Is convinced that the success of Project READY efforts will be further enhanced by
the quailty of personnel and stakeholder Involvement which has already been undertaken. Engagement efforts will
continue to be comprehensive, hollstic, ongeing, and genuine. Texans Can will continue to prioritize the needs,
demands, capacities, and assets of the affected schools and personnel for planning, development, and implementation
of Project READY. The process of developing the Project READY program was a collaborative effort in which
substantlal input from each school was consldered and In which “buy-in" from all critical personnel and stakeholder was
obtained. To ensure the incluslon of diverse perspectives and “buy-in" during the development of this Initlative, Texans
Can prior and after the release of this RFP hosted varlous focus groups and work sessions (four times) with dlistrict and
school administrators, teachers, personnel, educators, community leaders, institutions of higher education and partners.
The purpose of these meetings was to describe and solicit feedback on the program deslgn, outiine the proposed project
aclivities, display the outcomes and discuss the timeline to ensure school personnel comprehended the programmatic
and financlal commitments as well as the restrictlons each schoaol would be required to make, and to overall soliclt
recommendations from all Texans Can educators and staff. These working sessions played a critical role In talloring the
project design, service dellvery model, goais, objectlves, performance measures, timeline, and actlvities. Recognizing
that each school has specific needs, capacltles, climate, and assets, Texans Can was committed to ensuring that each
school had the flexibllity and autonomy to help deslgn and select the capacity building strategles, and actlvities that most
effectively would benefit their educators and students. In addition, each school was required to secure support and “buy-
in” in the form of a formal process. To Initiate this process, Texans Can, in collaboratlon with all 10 participating charter
schools, disseminated a digital electronic survey school-wide to assess the level of teachers, administrators, educators
and non-classroom staff support and “buy-in.” Of the total 213 participating educators from the 10 charter schools, over
211 (99%) responded favorably In support and "buy -|In” of Prcuect READY and its proposed scope of work
‘hetha cipa ’ al

As aforernentioned Texans Can's Pro]ect READYln!t!atlve Is not only a dlstnct wude collaborative effort of all 10 charter
high schaols, faculty, personnel and administrators participating, but all have also expressed sincere support, buy-in and
have agreed to play a vital role In guiding, Influencing and shaping the program through the Campus Leadership Teams,
Guldance Counclil and Teacher Advisory Council. During the course of the school-wide comprehensive needs
assessment, planning stages, and development of this grant application, Texans Can confirmed that all participating
charter high schools are recelving Title | funding, are extremely economically disadvantaged (aggregate 93%), all
possess ongolng low student academic achlevement and school ratings and each faces unique challenges with
recruiting, hirlng and retaining highly-qualified and highly-effective teachers, administrators, personnel and non-
classroom staff. As a result of this assessment, it was confirmed each school wlll be represented in Project READY.
Texans Can is a unigue network of 10 public high-need charter high schools of choice for youth, particularly youth
categorized as one of the hardest to serve minority at-risk populations in the state and is situated In the flve largast
metropaolitan areas in Texas: Austin - Austin Academy; Dallas - Dallas Ross, QOak Cliff, Carrolliton-Farmers and Pleasant
Grove Academies; Fort Worth - Campus Drive, and River Oaks Academies; Houston - Hobby and North Academies;
San Antonio - San Antonio High Academy. Texans Can, malntaining its philosophy of responding to the unmet
educatlonal and social needs of troubled youth and their parents in the state of Texas is opening a new charter high
school in Dallas — Dallas Grant East this coming school year (August 2014}. With the opening of yet another high-school
in an Impoverished communlty and serving hard-to-serve students, Texans Can's Project READY will be poised to serve
a total of 11 needy charter high schools upon funding. Texans Can and its exclusive network of charter schools have
become a starting point for quality education and communlty empowerment where underrepresented students and
parents engage in innovatlve Intensified academic preparation, leadership and enrlchment tralning, literacy
improvement, technology integratlon, college readiness, social development, weiiness and art programs.
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